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Abstract 
Teaching is far more stressful and challenging than ever before, and teacher 
burnout has an alarming effect on teaching quality, student achievement, school climate, 
and teacher's intention to leave. In Taiwan, the percentage of kindergarten teacher 
turnover is even higher, about 65% (National Policy Foundation, 2002). Battling teacher 
burnout and intention to leave are the most critical issues in a school system. 
The general purpose of this quantitative, non-experimental comparative 
(exploratory) and correlation (explanatory) study is to examine the relationships between 
level of stress, burnout, self-efficacy and intention to leave among the kindergarten 
teachers in Taiwan. The sample consisted of the total target population of 1,599 teachers 
of schools with kindergarten in Kaohsiung City, Taiwan. The post mailed survey 
obtained teachers' perceptions ofjob stress, self-efficacy, burnout, and intention to leave. 
The survey was translated into Traditional Chinese. 
Independent t-tests and ANOVA with post hoc comparisons were used to answer 
the exploratory (comparative) research questions. Multiple regression analyses, simple 
regression analyses, mediated multiple regression analyses were used to test the 
explanatory hypotheses. 
Findings indicated that Taiwanese kindergarten teachers' demographic 
characteristics (gender, marital status, age, educational level, and religious category), 
work profiles (working hours, salary satisfactory, total years of teaching experience), job 
stress, and self-efficacy, showed significant differences on the levels of burnout 
(Emotional Exhaustion, Depersonalization, and Personal Accomplishment). Another 
finding suggested that levels of burnout were significant contributors to the intention to 
leave. In addition, there was an inverse relationship between job stress and self-efficacy. 
The empowerment training for teaching should not only focus on theoretical 
preparation, but also pay much attention on individual's personality characteristics, 
included mental and physical factors. Moreover, the school systems should focus on 
strengthening teachers' self-efficacy. Let teachers participate in the decision making 
about school goals and structure; supply constant professional consultation and support; 
and go through informative feedback and regular evaluation sessions. 
Likewise, school systems should try to create stress-free working conditions and 
eliminate as much stress as possible. Then teachers would not doubt their capability and 
cope with the challenge of obstacles and failure. Overall, teachers will build a sustainable 
competitive advantage, and gain superior performance for future education. 
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CHAPTER I 
INTRODUCTION 
Introduction and Background to the Problem 
Education Advil is needed for fast pain relief for teachers who are angry, 
troubled, exhausted or confbsed. Battling teacher burnout is the most critical issue in a 
school system. In the U.S., 46% of all new teachers leave the profession within five 
years (NCTAF, 2005). In Taiwan, the percentage of kindergarten teacher turnover is 
higher, about 65% (NPF, 2002). Facing enormous challenges in today's interconnected, 
competitive, global society, teachers have to be well- prepared, capable, skillful, and have 
creative ideas. The role of today's teacher is extremely comprehensive. Teachers not 
only confront a heavy workload in teaching, but also have to cope with parental 
I 
pressures, rapid changes in curricular demands, disruptive classroom-behavior, pressures 
from bureaucrats and administrators, and the demands of preparing students for future 
education (Romanowaski, 2006). 
Teaching is a low income profession with overloaded personnel, and low societal 
I 
I recognition of the vocation's many problems (Jarvis, 2002). Teaching is much more 
stressfbl than nursing, managerial jobs, and professional and support management (Evers, 
I Brouwers & Tomic, 2002). After enduring increased chronic pressure, many teachers 
have been hospitalized for serious health problems with both psychological and 
physiological symptoms, which are signs of teacher burnout (Jepson & Forrest, 2006). 
Teacher burnout is a major concern that impacts teaching quality, student achievement, 
and school climate (Wong & Cheuk, 2005). 
Empirical examination of stress indicates that burnout has been attributed to the 
symptoms that resulted from the educational environment: (a) support from 
administration and supervision is not enough as expected (Farber, 1984; Friedman 2000; 
Hoover-Dempsey, & Bassler, 1988; Rottier, Kelly, & Tomhave, 1983); (b) teaching 
workloads are overwhelming (Friedman, 2000; Rottier et al., 1983; Wood & McCarthy, 
2002); (c) student behavior patterns are the major factor related to teacher burnout (Abel 
& Swell, 1999; Evers, Brouwers, & Tomic, 2003; Friedman, 1995; Friedman, 2000; 
Gold, 1985; Gold & Bachelor, 1988; Lau, Yuen, & Chan, 2005; Montgomery & Rupp, 
2005; Rottier et al., 1983); (d) urban teachers identified poor working condition as more 
serious than rural teachers (Abel & Swell, 1999; Rottier et a1.,1983;); and (e) teachers are 
dissatisfied with salary levels (Farber, 1984; Tang, Au, Schwarzer, & Schmitz, 2001; 
Wood & McCarthy, 2002). 
Teachers are respected less by students than in the past (Montgomery & Rupp, 
2005). Teacher burnout has been significantly predicted by student's disrespect in the 
non-religious schools (Friedman, 1995). In addition, student misbehavior patterns 
I 
interfere with class activities and offend teachers. The stress resulting from student 
1 misbehavior had a much greater impact on both rural and urban teachers than poor 
working conditions, and poor staff relations (Abel & Swell, 1999). Furthermore, teachers 
who experienced greater degrees of disruptive student behaviors had greater emotional 
exhaustion and feelings of depersonalization (Evers et al., 2002). 
\ Teacher salaries have been lower that salaries paid to other professionals with 
I 
comparable education and training (Darling-Hammond, 2003). In Taiwan, according to 
the Executive Yuan of Republic of China (2006), the average salary of a kindergarten 
teacher was NT$25,5 14, appropriately 20% below other human service professions, such 
as nurses (NT$30,333), accountants1 auditors (NT$46,669), and computer programmers 
(NT$71,130). Teachers with lower salaries, especially in areas where alternative wages 
were higher, were more likely to leave teaching. In addition, low salaries resulted in 
financial pressures and cause a burden on teachers' lives. As a result, many teachers quit 
their jobs and have left the classroom (Romanowski, 2006). Personality characteristics of 
teachers have also had an effect on the degree of seeking social support when 
experiencing stressful events (Houston & Vavak, 1991; Kobasa, Maddi, Ouccelli, & Zola, 
1985; Watson & Clark, 1984). 
The critical problem of teacher burnout is extremely important today because the 
high rate of teacher turnover results in schools losing an inestimable investment in the 
professional development of educators, curriculum development, and related personnel 
costs (Farber, 1991; Granziano, 2005; Huston, 1989). 
In Taiwan, the birthrates plummet year by year. Parents always supply the most 
financial support and the best opportunities to ensure the students achieving higher 
academic achievement, especially from childhood. Furthermore, parents often blame 
teachers if the students do not fit parents' strong expectation. Parents feel they may "lose 
face" or be embarrassed when students fail in academic performance (Romanowski, 
2006). 
In addition, the children in kindergarten are more difficult to teach, due to less 
reception to reason, less self-discipline, less emotional stability, and less interest in 
school matters (Wong & Cheuk, 2005). Kindergarten teachers not only confront a heavy 
workload in teaching, but also have to cope with parental pressures, rapid changes in 
curricular demands, disruptive classroom behavior, pressures from bureaucrats and 
administrators, and developing scholastic programs for future education (Chen, 2002). 
Purpose of the Study 
Teaching is far more stressful and challenging than ever before, and teacher 
burnout has an alarming effect on teaching quality, student achievement, school climate, 
and teacher's intention to leave (Evers, et al., 2002; Gold, 1985). The general purpose of 
this quantitative, non-experimental comparative (exploratory) and correlation 
(explanatory) mailed survey research design is to examine the relationships between level 
of stress, burnout, self-efficacy and intention to leave among the kindergarten teachers in 
Taiwan. There is one specific descriptive purpose, one exploratory (comparative) 
purpose, one exploratory (correlation) purpose and five explanatory (correlation) 
purposes: 
1. A descriptive purpose is to describe Taiwanese kindergarten teachers' 
demographic characteristics, work profile, job stress, self-efficacy, levels of 
burnout, and intention to leave; 
2. An exploratory (comparative) purpose is to examine the relationships between 
Taiwanese kindergarten teachers' job stress, self-efficacy, levels of burnout, and 
intention to leave according to demographic characteristics of gender, marital 
status, age, educational level, and religious category; 
3. An exploratory (correlation) purpose is to examine the relationships between 
Taiwanese kindergarten teachers' job stress , self-efficacy, levels of burnout, 
intention to leave and work profile (working hours, salary satisfactory, and total 
years of teaching experience); 
4. The first explanatory purpose is to determine if Taiwanese kindergarten 
teachers' demographic characteristics, work profile, job stress, and self-efficacy, 
are significant explanatory variables of levels of burnout; 
5. The second explanatory purpose is to determine if Taiwanese kindergarten 
teachers' demographic characteristics, work profile, job stress, self-efficacy, and 
levels of burnout are significant explanatory variables of intention to leave; 
6. The third explanatory purpose is to determine whether there is an inverse 
relationship between Taiwanese kindergarten teachers' self-efficacy and job 
stress. 
7. The fourth explanatory purpose is to determine whether Taiwanese kindergarten 
teachers' self-efficacy is significantly related to teacher burnout levels; and 
8. The fifth explanatory purpose is to determine whether self-efficacy mediates the 
relationship between Taiwanese kindergarten teachers' demographic 
characteristics, work profile, job stress, self-efficacy, levels of burnout and 
intention to leave. 
Definition of Terms 
Job Stress 
Tlzeoretical Definition 
Job stress is defined as "work-related demands tend to interfere with teacher work 
effort, deplete valuable time and energy, and cause tension in teachers" (Blase, 1982, p. 
103). 
Operationnl Definition 
Job stress was measured by the 10-item Perceived Stress Scale (PSS) developed 
by Cohen and Williamson (1988). The content of the PSS was identified to detect the 
degree of respondents' experienced unpredictable, uncontrollable stress and felt 
overloaded in their lives. The PSS also can be used to investigate how often the teachers 
experienced an event in their life over the last month (Cohen & Williamson, 1988). The 
Perceived Stress Scale (PSS) is in Appendix A, Survey Part 3. 
Burnout 
Tlzeoretical Definition 
Burnout is defined as a tripartite construct: (a) emotional exhaustion, where 
teachers feel worn-out and drained and are emotionally overwhelmed, powerless, and 
frustrated. People feel emptied of their emotional resources; (b) depersonalization, where 
teachers distance themselves from students and treat students impersonally with negative 
attitudes or callous responses to people; and (c) reduced personal accomplishment, where 
teachers feel inefficient, have low morale, and feel inadequate to achieve their work 
demands. There is a devaluing of personal efficacy and a decline in one's feeling of 
competence and achievement in working with others (Maslach & Jackson, 1986). 
Burnout has also been defined as "a syndrome of emotional exhaustion, 
depersonalization, and reduced personal accomplishment which is a special risk for 
individuals who work with other people in some capacity" (Leiter & Maslach, 1998, p. 
347). 
Operational Definition 
In this study, perceived level of burnout of kindergarten teachers was measured 
by the scores on the educational form of the Maslach Burnout Inventory (MBI-ES) 
developed in 1996 by Maslach, Jackson, and Schwab. The MBI-ES contains three 
subscales that assess three different aspects of experienced burnout: (a) Emotional 
Exhaustion (EE); (b) Depersonalization (DP); and (c) Personal Accomplishment (PA) 
The Maslach Burnout Inventory Form ED (MBI-ES) is in Appendix A, Survey Part 5. 
Intention to Leave 
Theoretical Definition 
Teachers who do not remain in the field of education are often likely to leave their 
jobs if another appropriate post is found (Weisberg & Sagie, 1999). 
Operational Definition 
In this study, kindergarten teachers' intention to leave resulting from burnout was 
measured. The Teacher Intention to Leave Scale, developed in 1994 by Weisberg, and is 
showed in Appendix A, Survey Part 6. 
Perceived Self-Efficacy 
Theoretical definition 
Perceived self-efficacy refers to the "beliefs in one's capabilities to organize and 
execute the courses of action required to produce given attainments" (Bandura, 1997, p. 
3). Perceived self-efficacy can also be defined as the confidence to complete assigned 
work and manage prospective situations, no matter what happens (Bandura, 1994). A 
strong sense of self-efficacy makes a difference in how people think, feel, act and 
motivate themselves. People with high self-efficacy have a high quality of decision- 
making and higher academic achievement (Schwarzer & Scholz, 2002). 
Operational definition 
The General Self-Eflcacy Scale (GSE), developed in 1995 by Schwarzer and 
Jerusalem, was used to measure the belief of kindergarten teachers to fulfill novel or 
tough works, or cope with misadventure. The General Self-Eflcacy Scale (GSE) is in 
Appendix A, Survey Part 4. 
Demographic Characteristics of Kindergarten Teaclzers 
Theoretical Definition 
Gender is noted as either male or female. Anderson and Iwanicki (1984) 
indicated that male teachers had higher rates of burnout than female teachers. 
Marital status is categorized as married, single, and other. These 
classifications are based on Heys and Diekstra's (1999) study which provided evidence 
that unmarried teachers recorded higher burnout levels than married teachers. 
Age is categorized as 35 and below, 36-45,46 and above. Huston (2001) 
pointed out teachers in the 36-45 age range presented as more isolated and alienated. 
The level of education variable is categorized as Bachelors Degree (B.A.), 
Masters Degree (M.A.), Doctoral Degree (Ph.D. or Ed.D.) or other. These classifications 
are according to Friedman's (1991) study, in which people who had higher degrees of 
education reported higher levels of burnout. 
Religious is categorized as with religious beliefs or not. Teachers who were 
without religious belief experienced a greater sense of all three burnout syndromes (Lau, 
Yuen, and Chan, 2005). 
Operational Definition 
The Demographic Characteristics profile, developed by the researcher, including 
the following five attribute variables of kindergarten teachers: (a) gender; (b) marital 
status; (c) age; (d) educational level; and (e) religious category. This profile is shown in 
Appendix A, Survey Part 1. 
Work Projile of Kindergarten Teachers 
Theoretical Definition 
Total numbers of working hours is categorized as 50 hours per week and 
below, and 51 hours per week and above. On average, teachers work approximately 50 
hours weekly (NEA, 2006b). Actually, teachers prepare more education-related activities 
during after-school time, and on weekends. Overloaded, work schedules make teachers 
feel that they do not have a personal life, and this often results in burnout (Arnstine, 
2002). 
Teaching experience is categorized as 5 years and less, 6-10 years, 11 years 
and more. These classifications are based on Mo's study (1991), in which teachers with 
fewer years of teaching, experienced more burnout than teachers with more years of 
teaching experience. 
Salary level is categorized as $35,000 and below, $35,001- $45,000, $45,001 
and above. These classifications are based on data from The National Teacher 
Association (NEA) which reported that "the average salary for veteran teachers in the 
2004-05 school year was $47,808" (NEA, 2005, p. 1). Moreover, the average salary of 
the beginning teacher in the 2003-2004 school year was $3 1,704. (American Federation 
of Teachers 2003-04 Teacher Salary Survey, 2005). According to Hamrnond (2003), 
teachers are most likely to leave teaching when they earn lower pay compared with other 
occupations. 
Operational Definition 
The Work Projle developed by the researcher, contains: (a) working hours; (b) 
teaching experience; and (c) satisfaction with salary. The Work Profile is shown in 
Appendix A, Survey Part 2. 
Justification of the Study 
Teacher burnout is a major concern that impacts teaching quality, student 
achievement, and school climate (Wong & Cheuk, 2005). Moreover, teachers that suffer 
from job burnout are at risk for a high rate of teacher turnover (NCE, 2003). In the U.S., 
46% of all new teachers leave the profession within five years (NCTAF, 2005). In 
Taiwan, the percentage of kindergarten teacher turnover is about 65% (NPF, 2002). 
The majority of burnout studies in education have only focused on classroom 
teachers, special education teachers, and professional support staff (Montgomery & Rupp, 
2005). Furthermore, the personal, organizational, and role-related conditions related to 
burnout need to be identified (Maslach & Jackson, 1986). 
No single study has integrated the factors of demographic characteristics, work 
profile, job stress, and perceived self-efficacy to explore the differences and explain the 
relationships to teacher burnout and intention to leave in Taiwan. This study was 
designed to evaluate and improve previous research designs. Moreover, this study 
contributed to existing literature and future practices in the field. Teacher burnout is 
extremely important today because the high rate of teacher turnover results in schools 
losing an inestimable investment in professional development of educators, curriculum 
development, and related personnel costs (Farber, 1991; Granziano, 2005; Huston, 1989). 
In addition, research has provided evidence that the activities of education do not 
fit today's teachers' expectations (Wood & McCarthy, 2002). The findings of this study 
helped teachers conduct better performance in teaching by using self-efficacy to cope 
with the stress and burnout. The school system may keep more qualified teachers and 
students may reach a higher level of academic achievement. 
The proposed study was researchable. The research questions asked in this study 
are scientific. All the variables and theoretical framework was measured. The study was 
feasible because it was implemented in a reasonable amount of time. The cost of 
conducting this research was reasonable. The participants were available and the 
proposed sample size was sufficient to conduct the analyses. All variables were analyzed 
by statistical analyses, including descriptive analysis, correlation, t-tests, ANOVA with 
post hoc comparison, simple regression, multiple regression, and multiple mediated 
regression. The concepts in the theoretical framework were measured. Finally, this study 
was implemented necessary procedures to protect the rights of human subjects. 
Delimitation and Scope 
This geographic area and setting of this study was restricted to teachers in schools 
with kindergartens in Kaohsiung City, Taiwan. The target population was kindergarten 
teachers listed in the 2006 to 2007 school year of 11 school districts in Kaohsiung City, 
Taiwan. Eligibility criteria included teachers who had the capability of speaking, reading, 
and writing Traditional Chinese. The age of the teachers was at least 18 years old. 
The delimitations in geographic area and to kindergarten teachers were to 
promote the feasibility of this study. In addition, the sample and setting of this study 
were more homogenous due to this delimitation. This reduced the impact of extraneous 
variables, including teachers who did not hold a current Taiwan Teacher Certification in 
Kindergarten, and diverse cultures. An estimated 1,599 kindergarten teachers were 
invited to participate in this survey research. The survey was translated from English into 
Traditional Chinese. 
Organization of the Study 
Chapter I provided an overview of this study about the kindergarten teachers' job 
stress, burnout, perceived self-efficacy, and intention to leave in Taiwan. This 
introduction includes the background and purpose of the study related to teacher burnout 
and intention to leave. Both theoretical and operational definitions of terms were 
presented for each of study variables is defined. The justification for the study was 
identified, because this study is significant, researchable, and feasible. The delimitations 
and scope were listed as they apply to kindergarten teachers. 
Chapter I1 provides an in-depth literature review and theoretical framework 
leading to the propositions tested by the research questions and hypotheses addressed in 
this study. 
Chapter I1 provides an in-depth literature review of perceived stress attributes on 
teacher burnout. A critical analysis of theoretical and empirical literature about teachers' 
job stress, burnout, perceived self-efficacy, and intention to leave will be presented. The 
theoretical framework (research model) was derived from the literature gap, and led to 
the propositions and hypotheses presented at the end of the chapter. Research question 
and hypotheses are the third and fourth sections of chapter 11. 
Chapter I11 presents the research methodology, consisting of the research design, 
population, sampling, survey instruments, data analysis procedures, ethical considerations, 
methods of data analysis, and finally the evaluation of the research methodology. 
Chapter IV describes the findings of the study including the results of hypotheses 
testing, while Chapter V presents the interpretations of those results. Chapter V also 
includes conclusions related to the study, along with their implications and limitations, 
and suggestions for fbture research. 
CHAPTER I1 
REVIEW OF THE LITERATURE, THEORETICAL FRAMEWORK, 
RESEARCH QUESTIONS, AND HYPOTHESES 
Introduction 
Many studies have explored the factors of burnout and intention to leave for 
diverse occupations, but teacher burnout and intention to leave earn the most attention of 
researchers. That is why the governments of many countries focus upon this critical 
educational threat and try to retain good teachers who achieve a high quality of teaching. 
Burnout is a topic of global interest as teachers who burn out do not care about what they 
do, and their students make no progress in academic achievement. Teachers who reach 
the burnout level feel anxious, frustrated and worn-out and expect under-performing from 
their students. Obviously, teacher burnout has a negative impact on the educational 
system. Furthermore, the high rate of teachers leaving their profession imposes heavy 
costs on schools. Therefore, it is important to understand how to prevent teacher burnout 
and how to substantially reduce the percentage of experienced, qualified teachers who 
leave their jobs. It is also critical to examine how teachers perceive the factor of burnout 
and what strategies can be used to prevent it. 
Chapter I1 supplied a critical analysis and review of theoretical and empirical 
literature to explore the factors leading to teacher burnout and intention to leave and 
identify areas of future scholarly inquiry. A review of the theoretical and empirical 
literature found that the demographic characteristics, work profile, self-efficacy made a 
great impact on teacher burnout and intention to leave. As there is only little current 
literature in this area, this produced a literature gap, and additional research was needed 
to explore the topic of this research proposal on the basis of that gap. The theoretical 
framework was developed for this study. Research questions were explored and will be 
answered. Hypotheses of this study were developed and will be tested. The following 
section supplied an overview of the concept of teacher's demographic characteristics, 
work profile, stress, burnout, self-efficacy, and intention to leave. 
Review of the Literature 
Job Stress 
Blase (1982) conducted research in a predominantly white, suburban high school 
in New York City. This researcher spent approximately 400 hours collecting data over a 
school year. The school was divided into five parts each containing 43 teachers, 800 
students, four full-time guidance counselors, one principal, and one part-time drug 
counselor. The average teaching experience of teachers was 10 years. Each teacher 
participated in three structured and unstructured interviews, five closed-ended and open- 
ended questionnaires. Throughout the data collection period, coding was established and 
the validity was evaluated. Blase investigated the relationship between teacher stress and 
burnout, based on Teacher Performance Motivation Theory (TP-M Theory). According 
to TP-M Theory, teachers experienced stress from student needs, and teachers 
implemented their performance ineffectively, which resulted in a negatively stressful 
cycle leading to a long-term period of job-related stress and eventual burnout. 
TP-M Theory views teacher burnout as the accumulated result of job stress. 
Due to a lack of positive resources to deal with stress and without positive Qedback, 
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teachers decrease their involvement in student activities, and unenthusiasticallyinteract 
with their students. These symptoms are the result of teacher stress related to their job. 
Teachers who are eager to fulfill student needs feel a shortage of personal and 
professional resources and present negative attitudes toward students. To reduce 
environmental stressors and be able to supply positive supports to students, teachers 
need to feel more self-confidence and motivation to cope with student behavior 
problems to avoid burnout. 
The strength of the study was that the quantitative data related to teacher 
stress and burnout. The author raised relevant questions and identified problems 
involved in the concept of teacher burnout. Further studies should include a broad range 
of qualitative research related to teacher's perspectives on work involved in different 
levels of schools and examine, refine and expand TP-M Theory. 
Burnout 
Burnout is a significant issue in all trades and occupations, especially for 
employees who work in human service professions (Schwarzer, Schmitz & Tang, 2000). 
Burnout can be seen in people who are worn out physically or emotionally from long- 
term stress. It is a major contributor to poor performance, reduced well-being and 
reduced accomplishments (Au, Schwarzer, Schmitz & Tang, 2000). The most widely 
accepted conceptualization of burnout is articulated by Maslach and Jackson (1986). 
These theorists define burnout as a tripartite construct: 
1. Emotional exhaustion, where teachers feel worn-out and drained and are 
emotionally overwhelmed, powerless, and frustrated. People feel emptied of 
their emotional resources; 
2. Depersonalization, where teachers distance themselves from students and treat 
students impersonally by negative attitudes or callous responses to people; and 
3. Reduced personal accomplishment, where teachers feel inefficient, have low 
morale, and feel inadequate to achieve their work demands. There is a 
devaluing of personal efficacy and a decline in one's feeling of competence 
and achievement in working with others. 
Burnout has also been defined as "a syndrome of emotional exhaustion, 
depersonalization, and reduced accomplishment which is a special risk for individuals 
who work with other people in some capacity". (Leiter and Maslach, 1998, p. 347) 
Meta analysis of all factors 
Montgomery and Rupp (2005) conducted research on the relationships between 
psychological stress and related constructs. Using a meta-analysis of 65 past literature 
reviews from 1998 to 2003, the data included published studies from 51 journals, 13 
dissertations, and 1 refereed conference proceeding. Based on quantitative and 
qualitative studies, teachers who were unable to cope with stresses effectively and could 
not find useful strategies to eliminate pressure were more likely to become emotionally 
exhausted. After a chronic accumulation of negative emotional responses, teachers felt 
burned out and had a breakdown due to the failure of personal coping mechanisms. 
Stresses on teachers include: (a) poor pupil motivation; (b) time pressures; (c) 
workload demands; (d) rapid changes in curricular demands; (e) others' evaluation of 
their performance; (f) conflicts with colleagues; (g) poor administrators' support; (h) lack 
of classroom management skills, and (i) poor working conditions. Using the literature 
research and definitions of stress, Montgomery and Rupp (2005) built a theoretical- 
empirical model of teacher stress. The core of the model is the teacher's personality. 
This model focused on personal characteristics in response to the stressors. The external 
stressors include (a) student behavior; (b) school structure; (c) workload; (d) colleagues; 
(e) administration; (f) personal life; and (g) environmental structure. When teachers 
perceived environmental stresses, they reacted with either active coping mechanisms or 
passive coping mechanisms, including cognitive strategies, behavioral strategies, and 
emotional strategies. Then, teachers had either positive or negative emotional responses 
after perceiving the feelings of the three symptoms of burnout: (a) emotional exhaustion; 
(b) depersonalization; and (c) personal accomplishment. 
Using the data obtained from past students, Montgomery and Rupp (2005) 
analyzed the correlations between variables and found the following results: 
1. External stressors were the most highly influential in burnout; 
2. Emotional response variables were significantly related to burnout; and 
3. Personality mediators had a high correlation between environmental structure, 
personal support and emotional responses. 
The objectives of these studies were to understand the relationship between (a) 
external stressors; (b) negative emotions; (c) personality mediators; (d) support variables; 
and (e) burnout. The first important strategy toward teacher burnout was to let teachers 
perform at a high level of teaching, feel more satisfied in the teaching environment, and 
to train teachers to understand the emotional signals related to external stressors that 
create burnout. The limitations of the Montgomery and Rupp's (2005) study were in the 
sample coding. Suggestions for future studies are (a) investigate the impact of external 
stressors on negative emotions; and (b) determine environmental and emotional factors 
related to burnout. 
Student Behavior Factor 
Rottier, Kelly, and Tomhave (1983) conducted research in West Central 
Minnesota school districts with 348 teachers ranging from kindergarten to 12 '~  grade. 
The researchers tried to examine information about teacher's attitudes toward their 
students and school administrators, the relationships between school districts and 
communities, and teachers' health patterns. 
The results of the study were as follows: 
1. The relationships between teachers and students: (a) teachers are less respected 
by students than in the past before; and (b) teachers who ask students to follow 
school rules are popular with students; 
2. The perceived satisfaction with teaching was as follows: (a) Female teachers 
think teaching is more interesting than before, but male teachers do not; (b) 
Female teachers feel they can get enough hlfillment in teaching, but male 
teachers do not; (c) Most male teachers are considering changing to other 
occupations, while female teachers plan to remain in teaching; (d) Male 
teachers become more emotional than female teachers; (e) 35% of the total 
teachers view teaching as hard and interfering with their family life; ( f )  Most of 
the teachers (53% of the total group) stated that their enthusiasm for teaching 
has not increased from the beginning of their careers; and (g) male teachers 
have a higher tendency to leave teaching than female teachers; 
3. Teacher reaction to administration: (a) Support from the building principal is 
not as usehl as before; (b) Presently, principals are more amiable, and they are 
more accessible than before; (c) Administrators are loath to make difficult 
decisions; (d) Principals do not make a positive appraisal of good things 
teachers have done; and (e) Support from administration and supervision is 
disappointing; 
4. Teacher reaction to the school district: (a) Parental support is a good feedback 
measure of teacher's efforts; and (b) Student discipline is not viewed as an 
obstacle by teachers; 
5. Teacher satisfaction with school expectations are: (a) Teachers feel more 
responsibility and less control than before; (b) Teachers are overloaded with 
preparations which decrease their classroom performance; and (c) There is a 
shortage of curriculum supplies and financial support; and 
6. Teacher health patterns: (a) Teachers always have difficulty sleeping at night 
after teaching; and (b) Teachers often have colds and catch the flu. 
The conclusions of the research results are as follows: 
1. Teachers from small rural school districts express less satisfaction in teaching; 
2. Male teachers are perceived as more uncomfortable than female teachers, 
especially in the age range of 41 to 50; 
3. Male teachers feel less satisfied than female teachers; 
4. Male teachers are unlikely to communicate with the administration; 
5. Male teachers seldom identify themselves with the community; and 
6. Male teachers from small rural schools have lower expectations from teaching. 
Friedman (1995) had completed two studies on teacher burnout. The first study 
contained 348 teachers and 365 students from 12 religious and non-religious schools in 
Israel. The sample was randomly chosen from 1,200 primary schools in Israel by a 
stratified single-stage cluster sampling, and the sample was divided into religious and 
non-religious schools. Measures used in this study were The Teachers' Work and a 
Teacher-Student Interaction questionnaire, including teacher's personal characteristics, 
the level of burnout teachers reach, and student behavior patterns occurring in the 
classroom. The research findings were (a) teacher burnout was significantly predicted by 
student's attentiveness in the religious schools; moreover, teacher burnout was 
significantly predicted by student's disrespect in the non- religious schools; (b) there was 
no significant relationship between teacher exhaustion and student attentiveness; student 
sociability and accomplishment was not a significant factor; and (c) 475 statements were 
analyzed using content analysis with the finding that student misbehavior patterns always 
represented interference with class activities or offending teachers. Using a Chi-square 
test on student behavior pattern, there were no significant differences found between 
religious and non-religious schools. 
The target population in study two included 122 humanistic teachers (13 male and 
109 female) and 119 (63 male and 56 female) custodial teachers. Measurement includes 
three stibscales: (a) Teacher Burnout Scale; (b) the Pupil Behavior Patterns scale (PBP); 
and (c) the Pupil Control Ideology Scale (PCI). The findings were: (a) There is no 
significant difference between pupil control ideology and gender; (b) Female teachers 
met the challenges from students' disrespect better than male teachers; (c) Using a 
hierarchical regression analysis, one of the student behavior patterns, disrespect to 
teachers, could be predicted as contributing to teacher burnout; and (d) Based on the 
separate regression analyses, there were significant differences between disrespect and 
humanistic teacher burnout. Similarly, lack of attentiveness contributed significantly to 
the prediction of custodial teachers' burnout. 
From these two studies, the research results are as follows: (a) Student behavior 
patterns were the major factor related to teacher burnout; (b) Paying less respect to 
teachers and peers was a prevalent behavior among students; (c) Different student control 
ideologies used by teachers made no difference according to teacher self-reports; (d) 
Humanistic teachers felt burnout related to student disrespect; likewise, custodial teachers 
perceived burnout due to lack of attentiveness; (e) Lack of attentiveness has an influence 
on male teachers; female teachers identified students' disrespect as an important factor 
related to burnout; ( f )  Humanistic teachers emphasized personal relationship with 
students and encourage students' self-discipline. Due to little training for teachers' 
classroom management, students paid less respect to teachers; and teachers could not 
keep students in order, so students paid less attention to their teaching; and (g) The 
sources of stress came from the goals and beliefs of teachers. 
The strengths of this study were providing two theoretical contributions. The 
findings were limited to 391 elementary and secondary teachers. Further studies should 
include a broad range of junior high or senior high school teachers. Research should 
focus on the association between student academic achievement and teacher burnout. 
Abel and Swell (1999) explored the sources of stress and symptoms of burnout in 
eleven school systems in South Georgia and North Carolina. The sample included 52 (10 
male and 42 female) rural school teachers and 46 (four male and 42 female) urban 
teachers. Of the rural teachers, there were 28 teachers from South Georgia and 24 
teachers from North Carolina. Of the urban teachers, 23 teachers were from South 
Georgia and 23 teachers were from North Carolina. All teachers volunteered to 
participate in the present research. 
A rural area was defined as having a population of 30,000 or less, and an urban 
area was viewed as having a population of 100,000 or more. The years of teaching 
experience in education was calculated for both groups; the average number of years of 
teaching of rural teachers was 15.35 and the average number of years of teaching of 
urban teachers was 15.70. 
The measures used were (a) Sources of Stress Questionnaire (Borg and Riding, 
1991), which included four dimensions: pupil misbehavior, poor working conditions, 
poor staff relations, and time pressures; and (b) Maslach Burnout Inventory (MBI; 
Maslach & Jackson, 1981, 1986), which contained three subscales: Emotional Exhaustion 
(EE), Depersonalization (DP), and Personal Accomplishment (PA). 
The results obtained through the use of multivariate analysis of variance 
(MANOVA) are listed below: 
1. There was no significant difference between rural and urban teachers in pupil 
misbehavior and time pressures; 
2. From the self-reported stress questionnaires, the most stressful source in the 
urban teachers was from poor working conditions, and poor staff relations; 
3. Data from the statistical analysis found that the urban teachers identified poor 
working condition as more serious than rural teachers, due to large class sizes, 
scanty teaching supplies, and a shortage of education funds. Furthermore, the 
larger school systems with a greater number of staff members resulted in poorer 
staff socialization and less collegial support; and 
4. The stress resulting from pupil misbehavior, and time pressures had much 
greater impact on both rural and urban teachers than poor working conditions, 
and poor staff relations. 
This study did not indicate reliability and validity and the findings were limited to 
98 secondary teachers. Further studies should include a broad range of elementary, 
junior high or senior high school teachers to investigate the qualitative research. 
Research should focus on the differences between male and female teachers. 
Friedman (2000) carried out research on teacher's perceived self-efficacy between 
expected and observed levels. The data were collected from self-reports of eight first 
year teachers; four regular teachers and four special-education teachers in Israel. The 
method used was individual interview. The obvious difference between expected and 
observed in teaching is after teachers' experienced the "reality shock crisis" which 
differentiated, those who continued to teach and those who left the profession. 
The findings of this study were: (a) Novice teachers found out their training for 
teaching could not prepare them for real classroom teaching. As a result, teachers felt 
disappointed, despairing, and discouraged. It was the initial teaching crisis; (b) Teachers 
found that realistic teaching was really different from their theoretical preparation. As a 
result, teachers experienced symptoms of depression, exhaustion, reduced 
accomplishment, and depersonalization leading to teacher burnout. The differences were 
in (a) Classroom management: student misbehavior was the most frustrating issue; (b) 
Workload demands: Teaching took up an entire day without end and included preparation, 
classroom teaching, administrative demands, paper correcting, and communicating with 
parents at night time; (c) Negative evaluation by others such as complaints or criticisms 
from parents, administrators, and students imposed on them left them feeling worn-out; 
(d) Low societal recognition and poor student motivation in academic achievement had a 
negative impact on teachers; (e) Lack of socialization with colleagues created a distance 
from teachers and teachers perceived alienation and isolation during the school day; and 
(0 Poor administrative support and lack of mentoring made teachers feel helpless and 
incapacitated. 
Based on this study, there are ways for teachers to understand and eliminate 
burnout: (a) Setting up realistic and achievable goals in teaching and schoolwork; (b) 
Using professional self-efficacy to reduce the stress; (c) Having good interactions with 
colleagues, students, and principals; and (d) Winning support from others, especially 
from parents as this was the most important factor to cope with teacher burnout. 
The findings were limited to 16 teachers in Israel and the method of data 
collection was only through interviews. Further qualitative and quantitative research 
studies should include a larger number of teachers in the investigation. Research should 
focus on the relationship between personal characteristics, perceived self-efficacy and 
teacher burnout. 
Evers et al. (2003) investigated 41 1 students at a Regional Training Center (RTC) 
in the south of the Netherlands. Participants included 159 females (38.7%) and 252 males 
(61.3%). The average age of students was 18.3 years. There were 73 teachers (58 male 
and 15 female). The study focused on students' viewpoints of perceived teacher burnout 
related to student misbehavior and teacher strategies to deal with the behavior problems. 
Measurements consisted of three questionnaires: (a) Burnout: The Maslach Burnout 
Inventory (MBI); (b) Teacher Competence: Coping with Disruptive Behavior Scale 
(CDBS); and (c) Disruptive Behavior: Perceived Disruptive Behavior Scale (PDBS). 
The research findings using a hierarchical regression analysis were as follows: (a) 
perceived disruptive student behaviors led to significant differences among teachers in 
both emotional exhaustion and depersonalization; (b) Teachers' skills to deal with 
students' misbehavior was significant on all three symptoms of burnout: emotional 
exhaustion, depersonalization, and personal accomplishment; (c) Teacher gender showed 
significant differences in emotional exhaustion;. (d) Teachers' efficacy to handle the 
students' misbehavior was the most critical factor related to burnout; (e) Some teachers 
effectively coped with behaviors related to burnout; and (f) Teachers should pay more 
attention to their interaction with students. An effective communication between teachers 
and students improved classroom climate and allowed a higher level of teaching quality. 
The findings were limited to 41 1 students in the south of the Netherlands and the 
study was based on students' perceptions. Further studies should include a larger number 
of students to investigate the students' perceptions of their teachers and the mental health 
of teachers. Research should focus on the interaction between students and teachers 
based on the teachers' self-report and on students' reports. 
Summary. Teachers are less respected by students than in the past before (Rottier 
et al., 1983). Friedman (1995) had pointed out teacher burnout was significantly 
predicted by student's disrespect in the non- religious schools. In addition, student 
misbehavior patterns always represented interference with class activities or offending 
teachers. The stress resulting from pupil misbehavior had much greater impact on both 
rural and urban teachers than poor working conditions, and poor staff relations (Abel & 
Swell, 1999). Friedman (2000) carried out research on teacher's perceived self-efficacy 
between expected and observed levels. From this research finding student misbehavior 
was the most frustrating issue. Furthermore, Evers et al. (2003) pointed out perceived 
disruptive student behaviors led to significant differences among teachers in both 
emotional exhaustion and depersonalization 
Age Factor 
Farber (1984) conducted a study based on a sample of 365 suburban teachers 
from three school districts in Putnam, Westchester, and Duchess Countries in New York. 
The compositions of the target population were 236 female teachers and 129 male 
teachers chosen from 398 public schools. The teachers were primarily white (96%), and 
married (72%); the average age of the teachers was 40.3; the average number of years of 
teaching experience was 13.9; the average years of retention in their present school was 
10.5; about 37% of the teachers had other working experience before teaching. Teachers 
represented each of the grades in kindergarten through high school. Approximately 95% 
of the teachers participated in the teacher's union. 
The measure used in this study was the Teacher Attitude Survey (TAS), a 
modified version of the Maslach Burnout Inventory (MBI). The results of the study were 
(a) 21% of the teachers would not want to be a teacher any more if they could choose 
again; (b) 87% of the teachers viewed administrative meetings as do nothing or 
contributing only a little to solve problems teachers met; (c) almost 73% of the teachers 
were dissatisfied with their salary; only 11.2% of the teachers felt their payment was 
adequate; and (d) 35.1% of the teachers thought their opinions were not accepted by 
school administrators. 
In the age ranges of 21 to 23, 34 to 44, and 45 to 65, teachers felt more burnout. 
Only 15.2% of the teachers viewed school as a community they lived in; almost 60.8% 
have no or infrequent feelings that their school was like a community. The heaviest 
pressure was experienced by teachers 31 to 40 years old in both rural and urban areas. 
Teachers who taught in junior high or middle schools perceived it as much more stressful 
than those who taught in the elementary or high schools. 
This study was limited to 365 suburban teachers and only in three New York 
school districts. Moreover, the data collection was only from 30% on the sample. 
Further studies should include a broad range of urban and rural school teachers, and 
should focus on the needs of teachers, teacher-student contact, and teaching experience, 
which are related to teacher burnout. 
Gold and Bachelor (1988) conducted research on a sample of 106 full-time 
practice teachers teaching in elementary schools (K-6). The participant's schools were 
distributed in urban and suburban areas of Southern California. The participants were 
drawn from one large university. Of the participants, there were 97 female teachers and 
nine male teachers. The average age was 27.83 years. Gold and Bachelor investigated 
the relationship of gender, age, marital status, teaching grades, teacher training 
experience, and student misbehaving management as related to teacher burnout. 
The measurement used was three subscales of the Maslach Burnout Inventory. 
The data was analyzed using one-way analysis of variance and the data results provide 
the means, standard deviations, and t-tests of significance. 
The findings were: (a) Gender: There is no statistically significant relationship 
between gender and teacher burnout; (b) Age: Younger practice teachers experienced 
lower levels of burnout symptoms than older practice teachers. Furthermore, younger 
practice teachers had more personal accomplishments; (c) Marital Status: Married, single, 
or divorced statuses did not have a direct influence on teacher burnout; (d) Teaching 
grades: There was no statistically significant relationship between the grade taught and 
teacher burnout; (e) Teacher training experience: teachers who experience training before 
student teaching felt less emotionally exhausted; and ( f )  Training in Disciplining Students: 
Students misbehavior was a serious threat to novice teachers. There were significant 
differences between emotional exhaustion, personal accomplishment and teacher burnout 
based upon the ability to effectively discipline students. 
Limitations in the study were limited to106 elementary practice teachers, the 
sampling setting and the fact that there were only nine male teachers in the sample. 
Further studies should include a broad range of junior high or senior high school teachers, 
and a large sample of male teachers. Research should focus on more background 
variables and investigate the combined effects related to teacher burnout. 
Friedrnan (1991) researched school factors associated with teacher burnout. The 
study used a random sample of 1,579 teachers in 78 elementary schools. There were 
1,485 female teachers and 112 male teachers. Sixty-three percent of the teachers were of 
Israeli origin, 20% were European or American, and 17% were of Afro-Asian origin. 
The teacher's average age was 34 years. The study used the Maslach Burnout Inventory 
(MBI) and a personal demographic characteristics information sheet to collect data to test 
the status of teacher burnout. 
According to the teacher burnout result, the participating schools were divided 
into high-burnout schools and low-burnout schools. Furthermore, based on the 
differences between school climate and culture, and according to the administrative 
stability and social and geographic position, there were six schools chosen from high- 
burnout schools and six schools chosen from low-burnout schools. 
The results provided evidence that there were four school-culture factors related 
to teacher burnout: (a) school measurable goals, like teacher evaluation, academic skills; 
(b) lack of confidence in teacher's professional ability;(c) limited and restricted school 
climate; (d) poor physical environment. 
The research results found the following: 
1. The age range from 41 to 45 was the peak of teacher burnout. The average age 
of teachers in the low-burnout schools was 33 years old, and in the high-burnout 
schools 33.5 years old; 
2. Teachers with high degrees of education had greater expectations in their 
teaching career, but also had higher levels of frustration resulting from teaching 
stress; and 
3. The average age of teachers in high-bumout school teachers is 2.39 years older 
than teachers in low-burnout school; and the difference in average years of 
experience in teaching was 3.76 years for teachers in high-versus-low burnout 
school. 
A traditional, successful school can satisfy teachers with what they need, and help 
them achieve high standards of academic excellence. However, such a school may not be 
open to accepting new instruction or method, as the older strategies have been effective. 
On the other hand, teachers see new teaching methods as a challenge to them which is 
considered to be a stressful factor. This finding was relevant to McGregor's (1960) 
Theory X and Theory Y. According to Theory X, high levels of stress results in high 
levels of teacher burnout. 
This study did not indicate the method to collect the survey, and the findings were 
limited to 1, 597 elementary practice level teachers with a sample of only 112 male 
teachers. Further studies should include a broad range ofjunior high or senior high school 
teachers, and a large sample of male teachers. Research should focus on more 
background variables, including working hours, educational levels, and marital status. 
Summary. According to Farber (1984), teachers are grouped into (a) 22 to 33; (b) 
34 to 44; and (c) 45 to 65 year-old age groups. Teachers in the age range of 34 to 44 
years old perceive symptoms of burnout more than in the other two age groups. Studies 
using personal characteristics such as age showed that older teachers experienced more 
burnout than younger teachers. Gold and Bachelor (1988) conducted a research on a 
sample of 106 full-time practice teachers teaching in elementary schools (K-6) and 
conducted a finding that younger practice teachers experienced lower levels of burnout 
symptoms than older practice teachers. Furthermore, younger practice teachers had more 
personal accomplishments. 
Teachers in the 41 to 45 year old age group were most likely to feel burnout and 
leave the profession (Friedman, 1991). Teachers who were 36 to 45 years old expressed 
more depersonalization than teachers who were younger or older (Huston, 2001). 
Younger teachers were more burned-out on all three syndromes than older teachers who 
noticed less feelings of burnout than younger teachers (Lau et al., 2005). 
Gender Factor 
Milstein, Golaszewski, and Duquette (1984) conducted research in a large 
urban school system. There were nine volunteer schools that participated, and four other 
schools were chosen from similar demographic backgrounds. The sample population 
contained 3,400 teachers and 48,000 students in grades Kindergarten through eight in a 
large urban school system. The study used the "Stress in Schools" Scale to measure 
organizational stress, and there was an individual health manifestation item questionnaire. 
Stress occurs when a person perceives environmental demands which are beyond 
an individual's perceived capability to endure them and when a person fails to tackle 
these demands. In addition, stress is produced fiom the lack of fit between environmental 
demands and personal ability facing those demands, like technique, aptitudes, and faith in 
the situation (Milstein et al., 1984). 
The results of the study were that (a) Female teachers feel more stress than male 
teachers, because female teachers think the work is not so hard that their students cannot 
do as well as they expect to do; (b) Preschool and kindergarten teachers perceive less 
stress than any other grade teachers, because they do not have to pay as much attention to 
student's academic achievement; and (c) The third-grade and fourth-grade teachers 
expressed a great deal of stress due to the heavy workload as they report that they worked 
an average of nine hours or more per day. 
If organizational leaders consider the fit between the environment and person (P- 
E fit), they can design a much better plan for pressure management. According to French 
and Caplan's P-E fit, there are five environmental categories: (a) Relationship at Work; 
(b) Organizational Structure and Climate; (c) Factors Intrinsic to the Job; (d) Role in the 
Organization; and (e) Career Development. 
Limitations in the study were only 130 elementary teachers (K-8) participated and 
the sampling setting focused only on four participating schools. In addition, the method 
of data collection was not clearly descried. Further studies should include a broad range 
of junior high or senior high school teachers, and should focus on personal teacher 
characteristics, and psychological stressors. 
Huston (1989) conducted a case study on the relationships between teacher 
burnout and selected demographic characteristics, such as personal locus of control and 
teacher effectiveness as perceived by students. The research finding pointed out that 
male teachers perceived more depersonalization than female teachers 
Lau et al. (2005) conducted research on the relationship between teacher's 
demographic characteristics and teacher burnout in Hong Kong. There were 1,797 
secondary teachers participating in the study of which 819 were males, 969 were females, 
and 9 teachers did not identify gender. The age range was from 21 to 60 years with an 
average teacher age of 35. The average number of years of teaching experience was 10.93. 
Burnout was measured by the Maslach Burnout Inventory (MBI) which contains three 
subscales: (a) Emotional Exhaustion (EE); (b) Depersonalization (DP); and (c) Personal 
Accomplishment (PA). 
Using factor analysis, reliability tests, frequency checks, analysis of variance and 
multiple regression to analyze the data, the research results were as follows: 
1.Gender revealed significant differences in teacher burnout; male teachers 
perceived more depersonalization than female teachers. Female teachers 
perceived more emotional exhaustion and reduced personal accomplishment 
than male teachers; 
2. Younger teachers presented much higher levels of emotional exhaustion and 
reduced personal accomplishment, especially if they were 30 years old and 
below. Teachers more than 41 years old kept much more distance from others, 
including students; 
3. Single teachers experienced more burnout than married teachers; 
4. Teachers who had religious beliefs paid more concern to personal 
accomplishment. They felt more reduced personal accomplishment than those 
who do not have religious beliefs; 
5. Teachers with fewer years of teaching experience suffered from much more 
burnout, especially those with five years and fewer teaching experience; 
6. Teachers who had already completed training had much more burnout than 
teachers who were being trained or were not trained yet; 
7. The low ranking of teachers in society was the most serious factor to impact 
burnout. Teachers who were ranked as low level have strong feelings about 
leavings teaching. 
8. Student's academic achievement was related to teacher burnout. The lower the 
academic abilities of students achieved, the more depersonalization teachers had; 
and 
9. Teachers who encountered student discipline problems or student misbehaviors 
perceived less personal accomplishment. 
This study did not indicate the validity, and reliability and findings were limited 
to 1,797 secondary teachers. Further studies should include a broad range of elementary, 
junior high or senior high school teachers. Research should focus on more background 
variables, including total hours of working, teacher income, and family support. 
Summary. Milstein, Golaszewski, and Duquette (1984) conducted research in a 
large urban school system. This research pointed out that female teachers feel more 
stress than male teachers, because female teachers think the work is not so hard that their 
students cannot do as well as they expect to do. Male teachers had higher levels of 
depersonalization than female teachers (Huston, 1989), although female teachers scored 
significantly higher in emotional exhaustion than male colleagues (Maslach et al., 1996). 
Female teachers expressed more burnout as measured by emotional exhaustion and 
personal accomplishment, while male teachers showed greater burnout syndromes in 
depersonalization than female teachers (Lau et al., 2005). 
Religious Beliefs Factor 
Huston (1989) conducted a case study on the relationships between teacher 
burnout and selected demographic characteristics, such as personal locus of control and 
teacher effectiveness as perceived by students. Samples were selected from 68 
voluntarily hll-time teachers who taught grades nine to twelve in secondary schools in a 
small city in Western New York. Measurements in this study used three scales and 
interviews, including the Maslach Burnout Inventory (MBI), the Rotter Internal-External 
Locus of Control Scale, and the Purdue Teacher Evaluation Scale (PTES). A chi-square 
test was used to analyze the data. 
The six findings of this study are as follows: (a) Religion - Protestant teachers 
perceived more depersonalization than Catholics or non-believers; (b) Ages - Teachers 
below 36 years old or over 45 years old expressed less depersonalization than teachers in 
the age range from 36 to 45 years old; (c) Gender - Male teachers perceived more 
depersonalization than female teachers; (d) Marital status - Married teachers perceived 
more internal orientation than single, divorced, or separated teachers; (e) Years of 
teaching experience-Teachers who had taught 15 to 19 years perceived more internal 
orientation and ( f )  Teachers who were evaluated by their students as effective teachers 
had low levels of emotional exhaustion. 
The study found that teachers achieved a high level of burnout (over one-half). 
Suggestions to decrease teacher burnout and increase teacher effectiveness included (a) 
Empowering teachers to participate in the process of decision-making and letting teachers 
view school as a community; (b) Enhancing teacher's comparable worth and allowing 
teachers to be proud of being a teacher; and (c) Improving working conditions and 
providing teaching supplies. Self -lidfilled teachers exhibit lower levels of burnout and 
higher levels of effectiveness as perceived by students. 
This study did not indicate reliability and validity and the findings were limited to 
68 secondary teachers. Further studies should include a broad range of elementary, 
junior high or senior high school teachers, and a large sample of rural and inner-city 
school systems. Research should focus on providing more background variables, 
including the religious and socio-economic perceptions, and examine the relationship 
between burnout and effectiveness. 
Lau et al. (2005) conducted research on the relationship between teacher's 
demographic characteristics and teacher burnout in Hong Kong. Burnout was measured 
by the Maslach Burnout Inventory (MBI) which contains three subscales: (a) Emotional 
Exhaustion (EE); (b) Depersonalization (DP); and (c) Personal Accomplishment (PA). 
Using factor analysis, reliability tests, frequency checks, analysis of variance and 
multiple regression to analyze the data, one of the research results was that teachers who 
had religious beliefs paid more concern to personal accomplishment. They felt more 
reduced personal accomplishment than those who do not have religious beliefs; 
Summary. Huston (1989) reported on the religion factor as related to teacher 
burnout. Protestant teachers perceived more depersonalization than Catholic teachers or 
non-believing teachers. Teachers without religious beliefs tended to be more burned-out 
than those who had religious beliefs (Lau et al., 2005). 
Education Level Factor 
Brissie, Hoover-Dempsey, and Bassler (1988) carried out research on a sample of 
1,213 elementary teachers in a midsouthern state. The participant's schools were 
distributed in rural, urban, and suburban areas, and schools were different in size, 
resources, and social-economic status (SES). There were 78 schools from eight school 
districts in this study. The average number of teachers in a school ranged from six to 43. 
The rate of data collection, which included responses by teacher participation, was 
approximately 69% per school. 
The measurements included a Teacher Information Questionnaire, a School 
Information Questionnaire, and a Teacher Opinion Questionnaire. Through statistical 
analyses using multiple regression, the data included the means, standard deviations, 
regression coefficients (P), multiple coefficient of determination (R2), and t-tests (t)  of 
significance. The results found that (a) The level of teacher education accounted for 
positive significance in burnout due to organizational rigidity; (b) School social- 
economic status (School SES) was significantly related to burnout; other significant 
relationships were between principal support and peer support, participation and 
organization rigidity, family peer support, participation and organization rigidity, and 
efficacy and internal rewards. These relationships had a potential problem related to 
multicolinearity, because variables entered into the step wise regression equation and the 
value of variables increase; (c) Environmental Support had a high level of significance 
related to perceived burnout; (d) Principal, peer support, friends and family support, and 
parent support had an impact on teacher burnout; and (e) Organization rigidity was 
negatively related to participation. Suggestions from this present study include: 
empowering teachers to participate in the decision making about school goals and 
structure; supplying constant professional consultation and support; letting teachers feel 
self-efficacy and self-esteem by way of informative feedback and regular evaluation 
sessions. 
Limitations in the study were weakness in external validity as findings were 
limited to 1213 elementary (K-4) teachers and the sampling setting only focuses on eight 
participating school districts in a midsouthern state. Further studies should include a 
broad range of junior high or senior high school teachers, and should focus on 
professional factors, including low pay and lack of prestige. 
Friedman (1991) researched school factors associated with teacher burnout. The 
study used a random sample of 1,579 teachers in 78 elementary schools. There were 
1,485 female teachers and 112 male teachers. Sixty-three percent of the teachers were of 
Israeli origin, 20% were European or American, and 17% were of Afro-Asian origin. 
The teacher's average age was 34 years. The study used the Maslach Burnout Inventory 
(MBI) and a personal demographic characteristics information sheet to collect data to test 
the status of teacher burnout. 
This research pointed out that teachers who possessed high degrees of education 
had greater expectations in their teaching career, but also had higher levels of frustration 
resulting from teaching stress. 
Summary. The higher the levels of education teachers possessed, the higher the 
level of burnout teachers reached (Friedman, 1991). The level of education of teacher 
accounted for positive significance in organizational rigidity (Brissie, Hoover-Dempsey, 
and Bassler, 1988). 
Marital Status Factor 
Huston (1989) conducted a case study on the relationships between teacher 
burnout and selected demographic characteristics, such as personal locus of control and 
teacher effectiveness as perceived by students. Measurements in this study used three 
scales and interviews, including the Maslach Burnout Inventory (MBI), the Rotter 
Internal-External Locus of Control Scale, and the Purdue Teacher Evaluation Scale 
(PTES). A chi-square test was used to analyze the data. From this research, the 
researcher pointed out married teachers perceived more internal orientation than single, 
divorced, or separated teachers. In addition, Lau et al. (2005) conducted research on the 
relationship between teacher's demographic characteristics and teacher burnout in Hong 
Kong. There were 1,797 secondary teachers participating in the study. The age range 
was from 21 to 60 years with an average teacher age of 35. The average number of year 
of teaching experience was 10.93. One of the research findings was single teachers 
experienced more burnout than married teachers 
Summary. Huston (1989) found that married teachers had a greater internal 
orientation than single, divorced, or separated individuals; Married teachers are less 
exhausted, experienced less depersonalization and express more personal 
accomplishment than non-married teachers (Lau et al., 2005). 
Teaching Years Factor 
Friedman (1991) researched school factors associated with teacher burnout. 
The study used a random sample of 1,579 teachers in 78 elementary schools. There were 
1,485 female teachers and 112 male teachers. The teacher's average age was 34 years. 
The study used the Maslach Burnout Inventory (MBI) and a personal demographic 
characteristics information sheet to collect data to test the status of teacher burnout. This 
research pointed out teachers who had served school for 20 to 24 years were more likely 
to achieve the level of burnout. Furthermore, Lau et al. (2005) conducted research on the 
relationship between teacher's demographic characteristics and teacher burnout in Hong 
Kong. There were 1,797 secondary teachers participating in the study of which 819 were 
males, 969 were females, and 9 teachers did not identify gender. The age range was from 
21 to 60 years with an average teacher age of 35. The average number of years of 
teaching experience was 10.93. Burnout was measured by the Maslach Burnout Inventory 
(MBI) which contains three subscales: (a) Emotional Exhaustion (EE); (b) 
Depersonalization (DP); and (c) Personal Accomplishment (PA).From this research, 
Teachers with fewer years of teaching experience suffered from much more burnout, 
especially those with 5 years and fewer teaching experience. 
Summary. Teachers with 20 to 24 years of teaching experience reached a peak of 
teacher burnout (Friedman, 1991). Less experienced teachers, especially those teaching 
less than 5 years, expressed the strongest feelings of burnout and tended to leave teaching 
(Lau et al., 2005). 
Salary Factor 
As Darling-Hammond (2003) pointed out, teacher salaries were less than that paid 
to other professionals with comparable education and training. According to National 
Commission on Teaching and America's Future [NCTAF] (2003) , the average salary of 
a teacher was $44,040 appropriately 20% below other human service professions, such as 
nurses ($48,240), accountants1 auditors ($50,700), dental hygienists ($56,770) and 
computer programmers ($71,130) (as cited in Darling-Hammond, 2003). Teachers with 
lower salaries, especially in areas where alternative wages were higher were more likely 
to leave teaching. In addition, low salaries resulted in financial pressures and cause a 
burden on teachers' lives. As a result, many teachers quit their jobs and left the classroom 
(Romanowski, 2006). 
Coping Methods 
Rottieret a1 (1983) conducted research in West Central Minnesota school 
districts with 348 teachers ranging from kindergarten to 1 2 ' ~  grade. The researchers tried 
to examine information about teacher's attitudes toward their students and school 
administrators, the relationships between school districts and communities, and teachers' 
health patterns. 
The researchers recommend that school systems should implement procedures to 
reduce the stress and strain from teachers. The procedures are: 
1. Check out the environmental factors which may have influences on personnel 
and the school; 
2. Based on the stress conditions, construct and set strategies related to decreasing 
stress; 
3. Carry out positive strategies to lessen or get rid of pressured situations; and 
4. Evaluate the impact on the implemented strategies on the mental health of the 
personnel and the organization. 
This study was limited to 348 Midwestern kindergarten teachers in a middle sized 
K-12 system. Further studies should include a broad range of elementary, junior high and 
senior high school teachers, and should investigate other relevant factors, like total years 
of teaching and academic preparation, which are related to teacher satisfaction. 
Gold (1985) explored the factors related to teacher stress and burnout. This 
researcher stated that teaching was more stressful than before and the impact of stress and 
bumout on education was more serious. Gold (1985) reported that student behavior and 
classroom management were more challenging and uncontrolled. Teachers who failed to 
cope with these stressors experienced more depersonalization and feeling of reduced 
personal accomplishment. The purposes of this study were: (a) providing different 
definitions of burnout, its causes, and clarifying the effects of burnout; (b) identifying 
recent perspectives on teacher burnout; (c) investigating the stressors of classroom 
teaching; and (d) supplying suggestions for teachers to eliminate the obstacles of stress 
and have to tackle them. 
The most effective methods for teachers to cope with stress are: 
1. Using a stress inventory to recognize stress sources and learn useful strategies 
to deal with stressful events; 
2. Effectively communicating with mentors and asking for support from other 
teachers and supervisors; 
3. Contacting the University supervisors weekly to feel more comfortable and 
decrease the feeling of stress; 
4. Planning outside activities and a good social life to prevent stress; 
5. Making good use of planning and preparation of lessons helps teachers 
perceive less stress and anxiety; 
6. Sharing teaching experiences and personal views of teaching with colleagues; 
and 
7. Learning to do relaxation exercises to handle stress. 
The strengths of this study were in the quantitative and qualitative methodologies 
used to test burnout theory, but this study did not indicate reliability and validity. Further 
studies should focus on stress in student teaching and factors related to teacher burnout in 
the beginning of student teaching. 
Wood and McCarthy (2002) pointed out stress related symptoms of teacher 
burnout. Teachers suffered from loss of idealism and enthusiasm for teaching after a 
long period of stress. If teachers could not cope with pressure, teachers felt burnout and 
left the profession. The stressors related to burnout included (a) feeling disconnected 
with other teachers; (b) expressing cynical attitudes toward colleagues and students; (c) 
experiencing role conflict; (d) having role ambiguity; (e) having large class sizes and 
heavy paper work demands and workloads; (f) getting paid a low salary; and (g) having 
little communication with colleagues, students, administrators and parents. 
How to prevent teacher burnout is a critical issue. Solutions include (a) 
mentoring; (b) supplying all-out administrative support; (c) establishing clear school 
goals; and (d) providing better working conditions. 
Perceived Self-Efficacy 
Bandura (1997) referred to perceived self-efficacy as "beliefs in one's capabilities 
to organize and execute the courses of action required to produce given attainments" (p. 
3). Perceived self-efficacy impacts personal feelings, thoughts and motivation (Evers et 
al., 2002). Perceived self-efficacy can be defined as the confidence to complete assigned 
work and manage prospective situations, no matter what happens (Bandura, 1994). 
People's thinking, feeling, action and motivation make a difference from personal 
self-efficacy. People with higher self-efficacy possess higher quality of decision-making 
and achieve higher academic achievement. People prefer to cope with more challenges. 
On the other hand, people with a low sense of self-efficacy give up quickly, have low 
aspirations, and weak commitment about personal accomplishment and development 
(Schwarzer & Scholz, 2002). 
According to Bandura (1 994), the procedures that create these beliefs go through 
four processes: 
( 
1. Cognitive: Personal self-appraisal of capabilities. This is the thinking process 
involved in the acceptance, learning, predictive and organization of thought 
and use of information. People who possess stronger self-efficacy strive for 
high achievement goals to reach; 
2. Motivational: Activation to action. People believe in what they can do and 
motivate themselves to reach the goals they set. The level of motivation 
depends on three different forms of cognitive motivators: (a) causal 
attributions; (b) outcome expectancies; and (c) cognized goals. There are three 
types of self-influences: (a) self-satisfying; (b) self-dissatisfying reactions to 
one's performance; and (c) perceived self-efficacy for goal attainment. People 
exercise self-influence to cope with the challenge of obstacles and failures. 
The stronger the belief in the capabilities people possess, the greater effort 
people exert to manage challenges; 
3. Affective: People deal with the emotions resulting from threatening or 
difficult situations. To eliminate stress and depression, they learn to regulate 
avoidance behavior and anxiety arousal. The more self-efficacy people 
perceive, the less negative thought is produced that people have to cope with; 
and 
4. Selection: The choices of activities and environments people make. People 
with beliefs in themselves are capable of handling the situations they have 
selected and tackling challenging activities. 
Schwarzer and Schmitz (2000) explored stress factors leading to teacher burnout 
as measured by perceived self-efficacy and proactive attitude. These researchers 
examined the tripartite construct of burnout within Germany and Hong Kong to replicate 
an American study. There were two sampling groups: 261 Chinese teachers (76 male and 
185 female) and 257 German teachers (109 male and 148 female). Measurements were 
(a) the Maslach Burnout Inventory (MBI); (b) The General Perceived Self-Efficacy Scale 
I (GSE); and (c) The Proactive Attitude Scale (PAS). 
, 
Using a multivariate three-factorial analysis of variance (MANOVA) to analyze 
! both samples data, the results were (a) Both sub samples (Germany and Hong Kong) did 
not replicate the U.S. American three-factorial structure of the burnout construct; (b) 
Younger Chinese teachers were perceived as higher emotionally exhausted, especially in 
the age range of 3 1 to 40. On the other hand, German teachers had different perceptions 
than Chinese and American teachers. The older German teachers experienced higher 
levels of emotional exhaustion; (c) Proactive teachers presented less symptoms of 
burnout than reactive teachers; (d) Teachers with higher self-efficacy were less burned 
out than those who were not confident of themselves; and (e) Male teachers reached a 
higher level of depersonalization than female teachers. 
The strength of this study was the comparison of samples across two 
different nations within the context of a burnout model. The findings were limited to 542 
teachers in Hong Kong and Germany. In addition, sampling methods and ways of data 
collection were not indicated clearly. Further studies should include a broader range of 
elementary, junior high or senior high school teachers. Research should focus on the 
impact of burnout on teacher behavior, interaction between teachers and students, 
students' perception of teacher burnout, and school innovation. 
Au et al. (2001) conducted research on mental health status and job stress among 269 
Chinese teachers in Hong Kong. These researchers used measures of self-efficacy and 
proactive attitude to investigate the perception of teacher burnout and status of mental 
health among the participants. Two studies were reported on: (a) Study 1 investigated the 
relationship among stressful variables based on cross sectional data; and (b) Study 2 
explored the direction of relationships among the variables after a six-month longitudinal 
study. Measurements used were (a) the Maslach Burnout Inventory (MBI); (b) The 
General Perceived Self-Efficacy Scale; (c) The Proactive Attitude Scale; and (d) the 
Chinese version of the General Health Questionnaire. 
Using structural equation modeling analyses, the findings were: (a) Teachers, who 
were younger, had fewer years of teaching, and earned lower salaries were more likely to 
reach a higher level of emotional exhaustion; (b) Teachers with higher levels of self- 
efficacy and proactive attitudes were motivated to tackle more challenging tasks and 
actions and suffered less burn-out and had better mental health; and (c) Stress factors 
which were related to burnout directly had an impact on mental health. 
The strength of this study was the use of a longitudinal measure within the context 
of a burnout model. Limitations of the study were weakness in external validity as 
findings were limited to 269 teachers in Hong Kong and only focused on individual 
differences and experiences. Further studies should include a broad range of elementary, 
junior high or senior high school teachers. Research should examine the external 
evaluation of teacher's mental health status and test the stress-strain interaction models of 
job stress of teachers through measures of environmental factors. 
Evers et al. (2002) conducted research in the Netherlands on the relationship 
between stress, self-efficacy, and burnout of teachers who were involved in educational 
innovations. The researchers pointed out that teaching was an extremely stressful job 
compared to the other client-related professions. Teachers experienced a high degree of 
stress and doubted that their abilities would afford them success in teaching, resulting in a 
loss of self-efficacy and impacting classroom achievement. Evers et al. (2002) indicated 
that negative influences resulting from stress were highly likely to lead to feelings of 
burnout. The subjects included 490 secondary teachers from 33 randomly selected 
schools in the Netherlands, including 114 females and 376 males. The average age of the 
teachers was 47.23 years. The average number of years of teaching was 22.14. The 
average working hours in a week was 20.65. 
Teacher measurements included (a) The Maslach Burnout Inventory which was 
used to investigate the level of burnout teachers experienced. There were 20 items 
divided into three subscales: i) eight items on emotional exhaustion (EE); ii) five items in 
depersonalization (DP); iii) seven items on personal accomplishment (PA). The results 
are scored using a seven-point Likert scale; (b) A perceived self-efficacy instrument was 
developed for this study which included 13 items and teachers were scored using a six- 
point Likert scale; and (c) An attitude instrument developed for this study which included 
5 items with scores ranging from 1 to 10 points. 
Using hierarchical regression analyses, the results were as follows: 
1. Teachers who scored high and performed strategies effectively experienced less 
burnout than those who scored low; 
2. Teachers who perceived themselves as having a high level of self-efficacy had 
high levels of school achievement; 
3. Classroom management skills were significantly related to burnout; and 
4. Teacher perceived self-efficacy was related to burnout, especially in the area of 
personal accomplishment. 
Limitations in the study included (a) findings were limited to 490 secondary 
teachers involved in the innovative educational practices; (b) factors were measured only 
at one time, and required a longitudinal study; and (c) Self-reported questionnaires should 
be developed which were not influenced by social desirability. Further studies should 
include a broad range of junior high or senior high school teachers. Research should 
focus on more background variables and investigate longer periods of the effects related 
to teacher burnout. Providing group-centered in-service training or peer coaching would 
help teachers to improve self-efficacy beliefs and help tackle obstacles related to 
innovations. In other words, teachers would not suffer from burnout even when facing 
new challenges. 
Teaclzer commitment 
Jepson and Forrest (2006) used four scales (a) Perceived Stress Scale (PSS); (b) 
Type A Behavior Scale; (c) Achievement Striving Scale (TASS); and (d) Occupational 
Commitment Scale (TOCS) to measure the relationship between teacher's perceived 
stress and (a) gender; (b) teaching experience; (c) achievement striving; and (d) 
occupational commitment. Using a snowball sampling technique, the participants 
consisted of 71 female teachers and 24 male teachers from primary and secondary 
schools in the UK. The average number of years of teaching was 12.3. 
The researchers found that occupational commitment significantly predicted 
stress. Individuals who were perceived as having higher occupational commitment had 
less stress occurring. Next, personal experience was highly related to stress, especially 
feelings of striving to achieve. The implications of this study are to try to create stress- 
free working conditions and eliminate as much stress as possible. The limitation of this 
research was the sampling of only 95 teachers in the UK. The strength of this study was 
the examination and testing of the interplay between environmental and intrinsic factors 
within the context of a transactional model. 
Future studies need to be replicated on a larger scale to include environmental and 
intrinsic job factors, and explore the relationship between personal characteristics and 
perceived stress within a transactional model. Further studies should also include a broad 
range of elementary, junior high or senior high school teachers. Research should focus 
on more individual contributory variables, and measure environmental and intrinsic job 
features. 
Intention to Leave 
Weisberg (1 994) conducted research in the largest city of Israel, Tel-Aviv, on the 
relationship between the burnout of female school teachers and its effect on their 
intentions to leave their jobs. The researcher pointed out a worker's "intention to leave" 
can be seen as a signal of leaving the job. Weisberg (1994) indicated that the intention of 
a teacher to leave teaching is the best predictor to measure the level of teacher burnout. 
Teachers who suffered from physical and mental burnout are more likely to result in the 
intention to leave teaching. The subjects included a study with 28 female teachers in a 
secondary school. The average age of the teachers was 40 years. The average number of 
years of teaching was 17. The educational level of the teachers is 39.2 per cent held a BA 
or MA degree, the other 60.8 per cent had accomplished teacher's seminary. 57.1 per 
cent were married, 28.6 per cent were spinsters, and 14.3 percent were either widowed or 
divorced. 
Teacher measurements included (a) The intention to leave scale which was used 
to investigate the degree of intention to leave the teaching teachers assessed. There were 
three items. The results are scored using a five-point scale; (b) An overall burnout score 
scale was developed for this study which included a direct single question to measure the 
general feeling of burnout; and (c) A burnout scale was used to measure the level of 
burnout teachers represented in physical, emotional, and mental aspects. There were 21 
items and teachers were evaluated on a seven-point scale. 
Using multiple regression analysis, the results were as follows: 
1. Teachers who scored high in burnout presented a higher motivation in the 
intention to leave; and 
2. Three burnout factors were measured the relationship with intention to leave. 
Physical and mental burnout components were significantly related to burnout. 
Limitations in the study included (a) sample size was only 28 secondary female 
teachers in Tel-Aviv city; (b) factors were measured only at one time, and required a 
longitudinal study. The strength of this study was the use of three different burnout 
measures to supply the explanation for the measurements' power over the teacher's 
intention to leave the teaching. Further studies should include a broad range of other 
populations. Research should also examine the actual turnover behavior and investigate 
longer periods of the effects related to teacher burnout. 
Conclusions 
Theoretical 
The sources of teacher stress are very complicated, and there are many factors that 
cause teachers to leave teaching which have been explored for decades. It is not a new 
issue but with one development based on the theory cited in this review: Teacher 
Performance Motivation Theory (TP-M Theory) by BlasC (1 982) proposes that teachers 
experience stress from student needs, causing teachers to implement their performance 
ineffectively. This resulted in a negatively stressful cycle with teachers experiencing a 
long-term period of job-related stress and experiencing the phenomenon of burnout 
(Blase, 1982). The theoretical literature on teacher stress and burnout by Blase (1982) 
provides sufficient framework to facilitate thinking about this topic. An additional issue 
suggested by the existing theoretical literature is that teachers suffering from chronic job 
stress have lower work involvement. Decreases in environmental stressors may actually 
decrease the impact of stress on teachers more rapidly. The significance of the 
theoretical literature for the topic is that by identifying how teachers experience job stress 
and burnout and how it impacts on their performance which allows for developing a 
broad based framework for redressing these concerns. 
The theoretical literature on teacher burnout by Maslach and Jackson (1986) 
provides sufficient framework to facilitate thinking about this topic. The burnout model 
based on Maslach Burnout Inventory (MBI) proposes that if a teacher reaches the level of 
burnout, the teacher can be examined from tripartite factors: (a) Emotional exhaustion, 
the degree to which teachers feel worn-out and drained; (b). Depersonalization, the 
degree to which teachers distance themselves from students and treat students 
impersonally; and (c)Reduced personal accomplishment, the degree to which teachers 
feel inefficient, low morale, and inadequate to achieve work demands (Maslach & 
Jackson, 1986). 
An additional question suggested by the existing theoretical literature is why the 
majority of burnout studies in education have only focused on classroom teachers, special 
education teachers, and professional support staff. Furthermore, the personal, 
organizational, and role-related conditions related to burnout need to be identified. The 
significance of the theoretical literature for the topic is that identifying teacher 
experiences over a long period of time with stressful demands resulting in the symptoms 
of burnout can be analyzed by three dimensions of burnout: (a) emotional exhaustion; (b) 
depersonalization; and (c) reduced personal accomplishment. 
The theoretical literature on perceived self-efficacy by Bandura (1 994) provides 
sufficient framework to facilitate thinking about this topic. Perceived self-efficacy theory 
(Bandura, 1994) proposes that a person who possesses a high degree of perceived self- 
efficacy means a person with a strong sense of competence which facilitates cognitive 
processes and performance in a variety of settings, including quality of decision-making 
and academic achievement. 
An additional question suggested by the existing theoretical literature relates to 
the motivation for teachers to deal with the issues related to teaching that creates stress 
and leads to burnout. The significance of the theoretical literature for the topic is the 
importance of identifying teachers who possess a high degree of perceived self-efficacy 
to cope with the stress and burnout through four processes: (a) cognitive process; (b) 
motivation; (c) affective process; and (d) selection. 
Empirical 
The critical problem of teacher burnout is extremely important today because high 
rate of teacher turnover results in schools losing an inestimable investment in 
professional development of teacher, curriculum development, and related personnel 
costs (Farber, 1991; Granziano, 2005; Huston, 1989). Teaching is more stressful than in 
the past and the influences of stress and burnout on education are more serious (Gold, 
1985; Evers et al., 2002). 
The major factors related to teacher stress and burnout include (a) Support from 
administration and supervision is disappointing (Farber, 1984; Friedman, 2000; Hoover- 
Dempsey, & Bassler, 1988; Rottier et al., 1983); (b) Teaching work loads are 
overwhelming (Friedman, 2000; Kelly et al., 1983; Wood & McCarthy, 2002); (c) 
Student behavior patterns are the major factor related to teacher burnout (Abel & Swell, 
1999; Evers et a]., 2003; Friedman, 1995; Friedman, 2000; Gold, 1985; Gold & Bachelor, 
1988; Lau et al., 2005; Montgomery & Rupp, 2005; Kelly et al., 1983); (d) urban teachers 
identified poor working condition as more serious than rural teachers (Abel & Swell, 
1999; Kelly et a1.,1983;); and (e) teachers were dissatisfied with their salary (Farber, 
1984; Tang et al., 2001; Wood & McCarthy, 2002). 
The activities of teaching do not fit today's teachers' expectations (Wood & 
McCarthy, 2002). Most male teachers are considering changing to other occupations 
(Farber, 1984; Kelly et al. 1983). Teachers are less respected by students than in the past 
(Friedman, 1995; Kelly et al., 1983). Teachers in junior high or middle schools perceived 
teaching as much more stressful than those who taught in the preschool, kindergarten, 
elementary or high schools (Farber, 1984; Duquette et al. 1984). 
In the MBI model, three dimensions of burnout: (a) emotional exhaustion; (b) 
depersonalization; and (c) reduced personal accomplishment have been explored in 
burnout studies, such as (1) Female teachers experience more emotional exhaustion and 
reduced personal accomplishment than male teachers (Lau et a]., 2005; Duquette et a]., 
1984); (2) male teachers experience more depersonalization than female teachers (Evers 
et al., 2003; Huston, 1989; Lau et al., 2005; Schwarzer & Schrnitz, 2000); (3) Teachers 
who are young or with fewer years of teaching experience have much higher levels of 
emotional exhaustion and reduced personal accomplishment (Lau et al., 2005; Tang et al., 
2001); (4) Single teachers experience more burnout than married teachers (Huston, 1989; 
Lau et al., 2005); (5) Teachers with a higher level of educational degree are more likely 
to feel burnout (Brissire et al. 1988; Friedman, 1991). 
There are also some contradictions in the research: (1) Female teachers think that 
teaching is more interesting than before, and male teachers become more emotional than 
female teachers (Kelly et al., 1983). (2) There is no statistically significant relationship 
between gender and teacher burnout (Gold & Bachelor, 1988). (3) Teachers in the age 
range from 41 to 45 are at the peak of teacher burnout (Farber, 1984; Friedman, 1991; 
Huston, 1989; Kelly et al., 1983; Schwarzer & Schmitz 2000). Younger practice teachers 
experienced lower levels of burnout symptoms than older practice teachers. (4) The 
marital and divorce statuses do not have a direct influence on teacher burnout (Gold & 
Bachelor, 1988). 
The sources of job stress come from the goals and beliefs of teachers (Friedman, 
1995). Teachers who fail to cope with stress experience more depersonalization and 
feelings of reduced personal accomplishment (Evers et al., 2002; Gold, 1985) which 
directly impact their mental health (Schwarzer & Schrnitz, 2001). Helping teachers 
perceive themselves as having higher self-efficacy and self-esteem, and feeling proud of 
being a teacher reduces the stress teachers experience, and prevents burnout (Evers et al., 
2002; Evers & Tomic, 2003; Friedman, 2000; Hoover-Dempsey & Bassler, 1988; Huston, 
1989; Schwarzer & Schmitz, 2000; Tang et al., 2001). 
The majority of burnout studies in education have only focused on classroom 
teachers, special education teachers, and professional support staff. Furthermore, the 
personal, organizational, and role-related conditions related to burnout need to be 
identified (Maslach & Jackson, 1986). The individual's personality characteristics had an 
effect on the degree of seeking social support when they experienced stressful events 
(Houston & Vavak, 1991; Kobasa et al., 1985; Watson & Clark, 1984). 
Though there are many empirical studies about teacher stress and burnout, and 
perceived self-efficacy, and other factors (personal characteristics, resources of stress, 
self-beliefs), there are limitations in the literature that these include limited sample sizes 
(Abel & Swell, 1999; Farber, 1984; Jepson & Forrest, 2006; Rottier et al, 1983), the lack 
of the reliability and validity (Friedman, 2000; Gold, 1985; Lau et al, 2005), the lack of 
use of an IRB (Ever& Tomic, 2003; Gold & Bachelor, 1988; Huston, 1989;). The 
strengths of these studies are that researchers adequately clarified and measured the 
impact of teacher stress and symptoms of burnout, and the relationship between stress 
and burnout (Friedman, 1995; Gold, 1985; Montgomery & Rupp, 2005), and the role of 
perceived self-efficacy related to stress and burnout (Tang, Au, Schwarzer & Schmitz, 
I 2001). No studies were found that perceived self-efficacy as a mediating variable 
between teacher stress and burnout intention. 
In addition, most empirical studies on teacher stress and burnout and perceived 
self-efficacy cited in this review used quantitative literature to measure hypotheses or 
, research questions. Some studies used methodological literature, and a few studies used 
qualitative literature to measure hypotheses or research questions. In regard to teacher 
burnout, a number of significant problems surfaced as a result of analyzing past and 
current research. An additional question suggested by the existing empirical literature is 
whether perceived self-efficacy and teacher burnout have different degrees of impact due 
I 
to personal characteristics. The significance of the empirical literature for the topic is that 
perceived self-efficacy enhances self-confidence to cope with stress from teaching and to 
avoid teacher burnout and intention to leave. 
Recommendations 
Tlzeoretical Reformulations 
Propositions in teacher burnout model by Maslach and Jackson (1986)'s Burnout 
Inventory can be extended to a multi-dimensional nature such as psychological and 
somatic strain aspects of emotional exhaustion, and two aspects of the lack of personal 
accomplishment, self and others. There is a need to further develop theoretical 
formulations of the burnout syndrome and to better predict why teachers leave the 
profession. The distinction between burnout and stress is important to understand because 
of their inter-relationship. The affect of personal characteristics in burnout and 
psychometric properties related to burnout can explain how high positive perceived self- 
efficacy leads teachers away from burnout. 
Empirical Studies 
Maslach Burnout Inventory (MBI) can serve as useful theory to explain burnout 
intention in the school system of teachers (Evers et al., 2003; Farber, 1984; Friedman, 
1991; Lau et al., 2005; Schwarzer & Schmitz, 2000; Tang et al., 2001). As the main 
proposition, reasons serve as linkage between people's concepts (such as depression, 
dissatisfaction, tension, conflict, pressure, and particular stress), and intentions (intentions 
to leave the teaching). Perceived self-efficacy has been shown to affect teacher burnout. 
While perceived self-efficacy has been found to be a powerful predictor of teacher 
burnout (Evers et al, 202; Schwarzer & Schmitz, 2000; Tang et al., 2001), no study was 
found that examined perceived self-efficacy as mediating the relationship between stress 
and teacher burnout in the field of kindergarten teachers. Therefore, it is recommended 
that a non-experimental, quantitative, causal-comparative, and correlational explanatory 
study can be conducted to explain this mediating relationship of perceived self-efficacy. 
In addition, conflicting empirical results were found about the relationship 
between personal characteristics and teacher burnout (Farber, 1984; Friedman, 199 1 ; 
Gold & Bachelor, 1988; Huston, 1989; Rottier, Kelly, & Tomhave, 1983; Schwarzer et 
al., 2000). Therefore, it is recommended that a non-experimental, quantitative 
explanatory (correlation) study be conducted to determine whether personal 
characteristics [(a) salary level; (b) total years of teaching experience; (c) educational 
level of the teacher; (d) marital status; (e) gender; ( f )  age; (g) religious status; and (h) 
total numbers of working hours] of teachers are significant explanatory variables of 
teacher burnout (propensity to leave). 
The Bandura's proposition that interventions successfully targeting teacher's 
stress-strain interaction and specific reasons will result in changes in intention and 
behavior has only been demonstrated in a few studies (Evers et al., 2003; Schwarzer et al., 
2000; Tang et al., 2001). In addition, the differential weight factors of job stress and 
burnout among teachers remain unclear. Therefore, it is recommended that an 
experimental study be conducted to implement programs which include specific 
components to enhance teachers' self-efficacy, sense of work at work, and occupational 
commitment. 
Because the critical problem of teacher burnout has been demonstrated with 
schools losing an inestimable investment in professional development of teacher, 
curriculum development, and related personnel costs (Farber, 1991; Granziano, 2005; 
Huston, 1989), there is a need for a systematic study identifying and exploring a broader 
range of demographic characteristics and perceived self-efficacy to teacher burnout. 
Due to few empirical studies provided regarding job stress, teacher burnout and 
perceived self-efficacy, it is recommended to demonstrate adequately sized samples, 
representative sample studies, narrowing the target population, and focusing on specific 
levels of teachers in school systems. 
Theoretical Framework for the Study 
Based on the critical analysis of theoretical and empirical review, teachers 
experience stress and resulted in a negatively stressful cycle with experiencing the 
phenomenon of burnout (Blase, 1982). A high rate of the teachers who suffer from burnout 
choose to withdraw from the teaching (Maslach, 1976). Thus, this study proposes an 
integrated approach of combing Cohen's (1988) teacher stress factors, Maslach and 
Jackson's (1986) burnout framework, and Bandura's (1994) perceived self-efficacy 
propositions about coping with stress and burnout. Furthermore, this study also includes the 
Weisberg's (1 999) framework of intention to leave to prevent teacher turnover. A schematic 
model (See Figure 2-1) depicts the relationships among the major theories and variables in 
this study. 
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Figure 2-1. Hypothesized model about the relationships between demographic 
characteristics, work profiles, job stress, perceived self-efficacy, burnout, and teacher 
intention to leave. 
The most widely accepted conceptualization of burnout articulated by Maslach and 
Jackson (1986) stresses that people experience burnout with a tripartite syndrome of 
emotional exhaustion, depersonalization, and reduced personal accomplishment. There are 
three constructs that organize the burnout model: 
1 .  Emotional exhaustion, where teachers feel worn-out and drained and are 
emotionally overwhelmed, powerless, and frustrated. People feel emptied of their 
emotional resources; 
2. Depersonalization, where teachers distance themselves from students and treat 
students impersonally by negative attitudes or callous responses to people; and 
3. Reduced personal accomplishment, where teachers feel inefficient, have low 
morale, and feel inadequate to achieve their work demands. There is a 
devaluating of personal efficacy and a decline in one's feeling of competence and 
achievement in working with others. 
Perceived self-efficacy based on Bandura's(1994) propositions stress that beliefs in 
one's capabilities can be perceived as the confidence to complete assigned work and 
manage prospective situations, no matter what happens. Helping teachers perceive 
themselves as having higher self-efficacy and self-esteem, and feeling proud of being 
teachers reduce the stress which teachers experience and prevents burnout. According to 
Bandura (1994), the procedures that create these beliefs go through four processes: 
1. Cognitive Process: Personal self-appraisal of capabilities. This is the thinking 
process involved in the acceptance, learning, predictive and organization of 
thought and use of information. People who possess stronger self-efficacy strive 
for high achievement goals to reach; 
2. Motivation: Activation to action. People believe in what they can do and 
motivate themselves to reach the goals they set. The level of motivation 
depends on three different forms of cognitive motivators: (a) causal attributions; 
(b) outcome expectancies; and (c) cognized goals. There are three types of self- 
influences: (a) self-satisfying; (b) self-dissatisfying reactions to one's 
performance; and (c) perceived self-efficacy for goal attainment. People 
exercise self-influence to cope with the challenge of obstacles and failures. The 
stronger the belief in the capabilities people possess, the greater effort people 
exert to manage challenges; 
3. Affective Process: People deal with the emotions resulting from threatening or 
difficult situations. To eliminate stress and depression, they learn to regulate 
avoidance behavior and anxiety arousal. The more self-efficacy people perceive, 
the less negative thought is produced that people have to cope with; and 
4. Selection: The choices of activities and environments people make. People with 
beliefs in themselves are capable of handling the situations they have selected 
and tackling challenging activities. 
Based on Bandura's(l994) social-cognitive theory, a conceptual model was 
developed by Schwarzer & Scholz (2002) to propose the framework of perceived self- 
efficacy. The model is to access a general sense of perceived self-efficacy and makes a 
difference in how people think, feel, act and motivate themselves. People with high self- 
efficacy have a high quality of decision-making and higher academic achievement. Such 
people like to perform more challenging tasks. On the other hand, people with a low sense 
of self-efficacy give up quickly, have low aspirations, and weak commitment about 
personal accomplishment and development 
In addition, BlasC's (1982) data-based, grounded theory proposes that teachers fail 
to cope with job-related stressors and are not given adequate feedback, will present low 
motivation and distance themselves from their students and colleagues. After experiencing 
long-term job stress, teachers feel fixstrated and are prone to burnout. Fimian (1987) 
conducted a model about teacher stress provided ten factors leading to the occupational 
stress experienced or exhibited by school teachers. The ten factors were described as 
follows: (a) Sources of stress: (1) Time Management; (2) Work-Related Stressor; 
Professional Distress; (3) Discipline and Motivation; (4) Professional Investment; (b) 
Manifestations of occupational stress: (1) Emotional Manifestations; (2) Fatigue 
Manifestations; (3) Cardiovascular Manifestations; (4) Gastronomic Manifestations; (5) 
Behavioral Manifestations. 
Teachers that experience the most on-the-job stress will also be the most prone to 
occupational burnout and this would be associated with intentions to leave teaching. 
Weisberg (1994) developed a model on the impact of burnout dimensions (physical, 
emotional, and mental exhaustion) on the intention of teachers to leave the teaching. 
The major factors related to teacher stress and burnout include (a) Support from 
administration and supervision is disappointing (Farber, 1984; Friedman 2000; Hoover- 
Dempsey, & Bassler, 1988; Rottier, Kelly, & Tornhave, 1983); (b) Teaching work loads are 
overwhelming (Friedman, 2000; Rottier, Kelly, & Tomhave, 1983; Wood & McCarthy, 
2002); (c) Student behavior patterns are the major factor related to teacher burnout (Abel & 
Swell, 1999; Evers & Tomic, 2003; Friedman, 1995; Friedman, 2000; Gold, 1985; Gold & 
Bachelor, 1988; Lau, Yuen, & Chan, 2005; Montgomery & Rupp, 2005; Rottier, Kelly, & 
Tomhave, 1983); (d) urban teachers identified poor working condition as more serious than 
rural teachers (Abel & Swell, 1999; Rottier, Kelly & Tomhave,l983;); and (e) teachers 
were dissatisfied with their salary (Farber, 1984; Tang, Au, Schwarzer, & Schrnitz, 2001; 
Wood and McCarthy, 2002). 
This study will also include personal characteristics: [(l)educational level of the 
teacher; (2)marital status; (3)age; and(4)religious category]; work profiles: [(I) salary 
satisfactory; (2) total years of teaching experience; and(3) total numbers of working hours] 
to examine what factors may play a significant role in teacher burnout and determine the 
extent of perceived teacher burnout comparing those different variables (Farber, 1984; 
Friedman, 1991; Gold & Bachelor, 1988; Huston, 1989; Rottier, Kelly, & Tomhave, 1983; 
Schwarzer et al., 2000). 
Teacher burnout has a negative impact on the educational system. Schools lose an 
inestimable investment in professional development of teacher, curriculum development, 
and related personnel costs (Farber, 1991; Granziano, 2005; Huston, 1989). Both the 
student and teacher may benefit if the teacher burnout rate can be reduced substantially 
(Weisberg, 1994; Weisberg & Sagie, 1999). No studies were found in the kindergarten 
teachers in Kaohsiung city, Taiwan that measures the pervasiveness of teacher burnout and 
the impact on the intention to leave across the variables of marital status, age, working 
hours, salary level, total years of teaching experience, educational level of the teacher, 
religious status and perceived self-efficacy. The careers of countless numbers of qualified 
teachers may be saved if problems are addressed before the teachers reach the burnout level 
or decide to leave teaching. 
With these purposes in mind and based on the recommendations for hture study 
resulting from the review of the literature and the theoretical framework guiding this study, 
the following research questions and hypotheses are addressed in this study about the 
relationship between occupational stress, perceived self-efficacy, personal characteristics: 
[(a) educational level of the teacher; (b) marital status; (c) age; and (d) religious category] 
work profiles: [(a) salary satisfactory; (b) total years of teaching experience; and (c) total 
numbers of working hours] teacher burnout; and intention to leave. 
Research Questions 
1. What are Taiwanese kindergarten teachers' demographic characteristics (gender, 
marital status, age, educational level, and religious status), work profiles 
(working hours, salary satisfactory and total years of teaching experience), job 
stress, self-efficacy, levels of burnout (emotional exhaustion, depersonalization, 
and personal accomplishment), and intention to leave? 
2. Are there significant differences in Taiwanese kindergarten teachers' job stress 
(perceived stress), self-efficacy, levels of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment), and intention to leave 
according to their demographic characteristics (gender, marital status, age, 
educational level, and religious category)? 
3. Are there significant relationships between Taiwanese kindergarten teachers' 
job stress, self-efficacy, levels of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment), and intention to leave 
according to their work profiles (working hours, salary satisfactory, and total 
years of teaching experience)? 
Research Hypotheses 
1. Taiwanese kindergarten teachers' demographic characteristics (gender, marital 
status, age, educational level, and religious category), work profiles (working 
hours, salary satisfactory, total years of teaching experience), job stress 
(perceived stress), and self-efficacy, are significant explanatory variables of 
levels of burnout. 
la. Taiwanese kindergarten teachers' demographic characteristics (gender, 
marital status, age, educational level, and religious category), work 
profiles (working hours, salary satisfactory, total years of teaching 
experience), job stress, and self-efficacy are significant explanatory 
variables of levels of emotional exhaustion. 
lb. Taiwanese kindergarten teachers' demographic characteristics (gender, 
marital status, age, educational level, and religious category), work 
profiles (working hours, salary satisfactory, total years of teaching 
experience), job stress, and self-efficacy are significant explanatory 
variables of levels of depersonalization. 
lc. Taiwanese kindergarten teachers' demographic characteristics (gender, 
marital status, age, educational level, and religious category), work 
profiles (working hours, salary satisfactory, total years of teaching 
experience), job stress, and self-efficacy, are significant explanatory 
variables of level of personal accomplishment. 
2. Taiwanese kindergarten teachers' demographic characteristics (gender, marital 
status, age, educational level, and religious category), work profiles (working 
hours, salary satisfactory, total years of teaching experience), job stress, self- 
efficacy, and levels of burnout (emotional exhaustion, depersonalization, and 
personal accomplishment), are significant explanatory variables of intention to 
leave. 
3. There is an inverse relationship between Taiwanese kindergarten teachers' self- 
efficacy and job stress. 
4: Taiwanese kindergarten teachers' self-efficacy is significantly related to teacher 
burnout levels. 
4a. There is a significant positive relationship between self-efficacy and 
level of emotional exhaustion. 
4b. There is a significant positive relationship between self-efficacy and 
level of depersonalization. 
4c. There is a significant inverse relationship between self-efficacy and 
level of burnout (personal accomplishment). 
5. Self-efficacy mediates the relationship between Taiwanese kindergarten 
teachers' demographic characteristics (gender, marital status, age, educational 
level, and religious category), work profiles (working hours, salary satisfactory, 
total years of teaching experience), job stress, self-efficacy, levels of burnout 
(emotional exhaustion, depersonalization, and personal accomplishment) and 
intention to leave. 
Chapter I1 provides an in-depth literature review and theoretical framework 
leading to the propositions tested by the research questions and hypotheses addressed in 
this study. The major gaps in the literature consist of the following: (a) a limited number 
of empirical studies conducted among kindergarten teachers; (b) a limited number of 
empirical studies exploring the impact of self-efficacy on the teacher burnout and 
intention to leave. The theoretical framework presented in Chapter I1 emphasizes the 
effect of demographic characteristics, work profile, and self-efficacy on the perception of 
teacher stress, burnout and intention to leave. Chapter I11 presents the methodology to be 
used to answer the research questions and testing the hypotheses for this study about the 
relationships between the demographic characteristics, work profile, stress, self-efficacy, 
burnout and intention to leave of Taiwanese kindergarten teachers. 
CHAPTER I11 
RESEARCH METHODOLOGY 
The purpose of this chapter is to present the research methodology that was used 
to answer the research questions and analyze the hypotheses about relationships among 
demographic characteristics, work profile, perceived self-efficacy, teacher stress, burnout, 
and intention to leave in kindergarten teachers in Kaohsiung, Taiwan. Teacher burnout is 
a mental state that has a negative impact on a teacher's job performance and attitude 
toward education. The research questions and hypotheses evolved from gaps in the 
literature and the importance of teacher burnout and intention to leave teaching in the 
school system. There are six sections included in this chapter: (a) a description of the 
research design: the research method was discussed and independent (causal, attribute 
and explanatory), mediating and dependent variables were identified; (b) the sampling 
plan and setting: the target and accessible population were defined and sampling was 
drawn; (c) instrumentation: questionnaires were described and their reliability and 
validity were explained; (d) human subjects' procedures and data collection procedures: 
methods of data collection and ethical consideration were included; (e) methods of data 
analysis: this section described the statistical procedures, including exploratory data 
analysis, internal consistency reliability, exploratory factor analysis, descriptive analysis, 
t-tests, Pearson r, ANOVA, simple regression, multiple regression, multiple mediated 
regression; and ( f )  evaluation of research methods: strengths and weakness of the 
research method were evaluated. 
Research Design 
A quantitative, non-experimental, causal-comparative (exploratory) and 
correlation (explanatory) postal mail survey design was applied to answer the research 
questions and test the hypotheses in the study proposed. The design examined the 
relationships among stress, perceived self-efficacy, demographic characteristics [i.e., (a) 
educational level of the teacher; (b) marital status; (c) age; (d) gender; and (e) religious 
category], work profiles [(a) salary satisfactory; (b) total years of teaching experience; 
and (c) total number of working hours], burnout, and intention to leave for kindergarten 
teachers in Kaohsiung, Taiwan. The self-report survey instrument contained six parts (56 
items) (See Appendix A). Several measures were used in this study, including the 
Perceived Stress Scale (PSS), Generalized Self-EfJicacy (GSE) scale, the Maslach 
Burnout Inventory for teachers (MBI ,  Form ED), and Intention to Leave scale. In addition, 
the socio-demographic data of kindergarten teachers were measured by the Demographic 
Questionnaire and Work Profile scale. 
The independent and dependent variables changed with the research questions and 
hypotheses. For research question two, the causal variable was demographic 
characteristics. The comparative design was established to examine the differences 
between demographic characteristics and the dependent variables of demographic 
characteristics, job stress (perceived stress), self-efficacy, levels of burnout (emotional 
exhaustion, depersonalization, and personal accomplishment), and intention to leave for 
Taiwanese kindergarten teachers. 
For research question three, the causal variables of work profiles were (a) working 
hours; (b) salary satisfaction; and (c) total years of teaching experience. The correlation 
design was established to examine the relationships between work profile and the 
dependent variables of work profile, job stress (perceived stress), self-efficacy, levels of 
burnout (emotional exhaustion, depersonalization, and personal accomplishment), and 
intention to leave for Taiwanese kindergarten teachers. 
Five hypotheses were tested in this study. For the first hypothesis, about the 
relationship between Taiwanese kindergarten teachers' demographic characteristics (gender, 
marital status, age, educational level, and religious category), work profiles (working hours, 
salary satisfactory, total years of teaching experience), job stress (perceived stress), self- 
efficacy, and levels of burnout, the explanatory variables were the (a) demographic 
characteristics, measured by the Demographic Questionnaire; (b) work profiles, measured 
by the Work Projle scale; (c) job stress, measured by the Perceived Stress Scale (PSS); and 
(d) self-efficacy, measured by the Generalized Self-Eficacy (GSE) scale. The dependent 
variable was the perceived levels of burnout, measured by the Maslach Burnout Inventory 
for teachers (MBI-Form ED). 
For the second hypothesis, about the relationship between Taiwanese kindergarten 
teachers' demographic characteristics (gender, marital status, age, educational level, and 
religious category), work profiles (working hours, salary satisfactory, total years of 
teaching experience), job stress (perceived stress), self-efficacy, and intention to leave, the 
independent variables were the (a) demographic characteristics; (b) work profile; (c) job 
stress, measured by , by the Perceived Stress Scale (PSS); and (d) self-efficacy, measured 
by the Generalized Self-Eficacy (GSE) scale. The dependent variable was the intention to 
leave, measured by the Intention to Leave scale. 
For the third hypothesis, about the inverse relationship between Taiwanese 
kindergarten teachers' self-efficacy and job stress, the dependent variable was job stress, 
measured by the Perceived Stress Scale (PSS). The explanatory variable was self-efficacy, 
measured by the Generalized Self-Eficacy (GSE) scale. 
For the fourth hypothesis, about the relationship between the kindergarten teachers' 
self-efficacy and burnout levels, the dependent variable was teacher burnout level, 
measured by the Maslach Burnout Inventory for teachers (MBI-Form ED). The 
explanatory variable was self-efficacy, measured by the Generalized Self-EfJicacy (GSE) 
scale. 
For the fifth hypothesis, about the self-efficacy mediating the relationship between 
Taiwanese kindergarten teachers' demographic characteristics (gender, marital status, age, 
educational level, and religious category), work profiles (working hours, salary satisfactory, 
total years of teaching experience), job stress, self-efficacy, levels of burnout (emotional 
exhaustion, depersonalization, and personal accomplishment) and intention to leave, the 
mediating variable was self-efficacy, measured by the Generalized Self-Eficacy (GSE) 
scale. The dependent variable was intention to leave, measured by the Intention to Leave 
scale. The independent variables were the demographic characteristics; work profile; job 
stress, measured by the Perceived Stress Scale (PSS); and levels of burnout, measured by 
the Maslach Burnout Inventory for teachers (MBI-Form ED). See figure 2-2 in the review 
of the literature for an illustration of the dependent and independent variables examined in 
this study, and hypothesized relationships. Through mailing questionnaires, data was 
collected from selected kindergarten teachers in Kaohsiung City, Taiwan. 
A descriptive research design, and descriptive statistics including the frequency 
distributions, measures of central tendency and variability were utilized to describe all the 
variables in this study and answer Research Question One about the demographic 
characteristics (marital status, gender, age, educational level, and religious status), work 
profile (total numbers of working hours, salary satisfaction, and total years of teaching 
experience), job stress, self-efficacy, levels of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment), and intentions to leave. 
A two-tailed t-tests, ANOVA with post hoc comparisons were used to respond to 
the Research Question Two of the difference in demographic characteristics (marital 
status, gender, age, educational level, and religious status), job stress, self-efficacy, levels 
of burnout (emotional exhaustion, depersonalization, and personal accomplishment), and 
intentions to leave for the exploratory, comparative design of this research design. 
A Pearson r correlation was used to respond to the Research Question Three of 
the relationships between work profile (total numbers of working hours, salary 
satisfaction, and total years of teaching experience), job stress, self-efficacy, levels of 
burnout (emotional exhaustion, depersonalization, and personal accomplishment), and 
intentions to leave for the correlation (exploratory) design of this research design. 
Multiple regression was used to examine the explanatory relationships between 
demographic characteristics (marital status, gender, age, educational level, and religious 
category), work profile (total numbers of working hours, salary satisfaction, total years of 
teaching experience), job stress, and self-efficacy with levels of burnout including, 
emotional exhaustion (Hypothesis la), levels of depersonalization (Hypothesis lb), level 
of personal accomplishment (Hypothesislc), and intention to leave (Hypothesis 2). 
A simple regression was used to examine the explanatory (correlation) relationship 
between job stress and self-efficacy (Hypothesis 3), level of emotional exhaustion 
(Hypothesis 4a), level of depersonalization (Hypothesis 4b), and level of personal 
accomplishment (Hypothesis 4c). 
The explanatory relationships among demographic characteristics (marital status, 
gender, age, educational level, and religious category), work profile (total numbers of 
working hours, salary satisfaction, total years of teaching experience), job stress, self- 
efficacy, levels of burnout (emotional exhaustion, depersonalization, and personal 
accomplishment) and intentions to leave were analyzed through moderated multiple 
regression (MMR) (Hypothesis 5). 
Population and Sampling Plan 
Target Population 
Every kindergarten teacher in Kaohsiung city in South of Taiwan during the 
school year of 2006-2007 was a potential participant in the study. A list of schools and 
teachers in kindergartens in Kaohsiung city for the 2006-2007 school year was obtained 
from the Child Welfare Service Center of Social Affairs Bureau, Kaohsiung City 
Government. 
The total population of general classroom kindergarten teachers during the year 
2006-2007 was 1599 employed in 11 school districts in Kaohsiung [(a) Sanmin District; 
(b) Xiaogang District; (c)Zuoying District; (d) Cianjin District; (e) Cianjhen District; (f) 
Lingya District; (g) Sinsing District; (h)Nanzih District; (i) Ku-Shan District; 6 )  Cijin 
District; and (k) Yangcheng District] included in Kaoshiung city. In these 11 districts 
there were 173 schools, including 68 public kindergartens and 105 private kindergartens. 
The number of public kindergarten teachers was 472 (30%), and 1,127 (70%). 
Accessible Population 
The accessible population was the same as the target population. All 1,599 
kindergarten teachers of the 11 school districts in Kaohsiung City were invited to 
participate in this study. There was no probability or non-probability sampling plan 
designed. Surveys were mailed to the school address of the kindergarten teachers, 
according to the target population list. Each mailer included the survey, a content form 
which were given a brief introduction to the investigation and contact details, a cover 
letter recommended from the director of Child Welfare Service Center of Social Affairs 
Bureau, Kaohsiung City Government, and a self-addressed postage-stamped envelope 
which were used to mail back the survey. 
The final data producing sample were self-selected based on those that agreed to 
participate in the study. 
Eligibility Criteria 
The accessible population for this study was Kaohsiung City School District 
kindergarten teachers that met the following eligibility criteria to for this study; 
1. Kindergarten teachers were employed in the geographic area of 11 school 
districts in Kaohsiung City, Taiwan; 
2. The teachers held a current Taiwan Teacher Certification in Kindergarten; 
3. The kindergarten teachers were general education classroom teachers; 
4. The kindergarten teachers were at least 18 years of age; and 
5. The kindergarten teachers had the capability of speaking, reading, and writing 
Traditional Chinese. 
Exclusion Criteria 
1. Kindergarten teachers that were not employed in 11 school districts in 
Kaohsiung City, Taiwan; 
2. The teachers had not held a current Taiwan Teacher Certification in 
Kindergarten yet; 
3. Kindergarten teachers that were not general education classroom teachers; 
4. Kindergarten teachers who were younger than 18 years old; and 
5. Kindergarten teachers that did not have the capability of speaking, reading, 
and writing Traditional Chinese. 
Setting 
The research setting for data collection of kindergarten teacher perceptions were 
at the Kaohsiung city, Taiwan. 
Instrumentation 
The self-report survey instrument contained six parts to measure the major 
constructs in this study. Part One was the Demographic Questionnaire and Part Two was 
the Work Projle, developed by the researcher. Part Three was Job Stress measured by 
the Perceived Stress Scale (PSS) developed by Cohen (1983). Part Four was Self- 
Eficacy measured by the General Self-Efficacy Scale (GSE) developed by Schwarzer 
and Jerusalem (1981). Part Five was Burnout measured by the Maslach Burnout 
Inventory-Form ED (MBI-ES) developed by Maslach, Jackson and Schwab (1996). Part 
Six was Intention to Leave developed by Weisberg (1994). 
A total of 56 items constituted the six parts of the survey, and took 15 minutes to 
complete. The survey was summarized in Table 3-1. This survey was distributed through 
postal mail. The following section discussed each construct in details. 
Table 3-1 
Constructs of the Self-Report Survey 
Part Constructs Questionnaire Developers Items 
The researcher 1 Demographic 7 
2 Work Profile 
3 Job Stress 
4 Self-Efficacy 
5 Burnout 
The researcher 
Perceived Stressor Scale (PSS) by 
developed by Cohen, Kamarck & 
Mermelstein (1983) 
General Self-Efficacy Scale by Schwarzer 
and Jerusalem (1981) 10 
Burnout Inventory by Maslach, Jackson 
and Schwab (1996) 
The scale consists of 22 items three 
subscales: 
(I) emotional exhaustion (EE; 9 items); 22 
(2) depersonalization (DP; 5 items); and 
(3) personal accomplishment (PA; 8 items) 
6 Intention to Leave by Weisberg (1994) Intention to Leave 3 
Part One: Demographic Characteristics 
The Demographic Characteristics included personal information about 
kindergarten teachers in Kaohsiung, Taiwan. The seven questions were developed by the 
researcher. Response categories to the questions were filled in the blank multiple choice 
about gender, marital status, age, educational level of the teacher, religious category, 
school location and school type (see Appendix E, Part 1). 
Part Two: Work Profile 
The Works Profile contained four items developed by the researcher and consisted 
of three fill in the blank items. The four items included: (a) total number of working 
hours when in a week; (b) monthly salary in NT dollars; (c) total years of teaching 
experience; and (d) salary satisfactory (see Appendix E, Part 2). 
Part Tlzree: Job Stress 
Description 
Job stress was measured by the 10-item Perceived Stress Scale (PSS) developed 
by Cohen, Kamarck & Mermelstein. The content of the PSS was identified to detect the 
degree respondents experienced unpredictable, uncontrollable stress and overloaded in 
their lives. The PSS was the most widely used psychological instrument for measuring a 
global perception of stress (Cohen, 2005). This instrument had been used in the 
perceptions of global stress assessed in people after cancer surgery (Golden-Kreutz, 
Browne & Frierson, 2004). The PSS also could be used to investigate how often the 
teachers experienced an event in their life over the last month (Cohen & Williamson, 
1988). 
In this study, teachers were asked to respond to each item using a five-point rating 
scale where 0= never; 1= almost never; 2= sometimes; 3=fairly often; 4= very often. 
Higher scores of participants represent a higher degree of self-perceived stress. The score 
range is 0-40. Four items (items 4, 5, 7, and 8) were reversed scored (e.g., "In the last 
month, how often have you felt that you were on top of things?"). The total score was 
obtained by reversing the scores on the four items, e.g., 0=4, 1=3,2=2, etc. and summing 
across all the 10 items responses (see Appendix E, Part 3). 
Reliability 
With respect to the reliability of the PSS, the PSS demonstrated good internal 
consistency reliability with a Cronbach's alpha of 38 .  The test-retest reliability 
coefficient to measure scale stability ranged from .85 to .88 (Cohen, Williamson & 
Kamarck, 1983; Golden-Kreutz, Browne & Frierson, 2004). Coefficient alpha as an 
estimate of internal consistency reliability was reported for this scale in this study. 
Validity 
Convergent validity of the scale was satisfactory, and correlates with various 
external criteria including life-event scores, depressive and physical symptomatology, 
utilization of health services, social anxiety, and smoking-reduction maintenance (Cohen, 
1986; Cohen, Kamarck, & Mermelstein, 1983; Golden-Kreutz, Browne & Frierson, 
2004). Evidence for construct validity of the scale was published in the study by Cohen 
and Williamson (1988) with other measures of appraised stress, greater help-seeking, 
poor health, more health service utilization, and poorer life satisfaction. The PSS had 
also been used as an outcome variable to predict changes in perceived stress with life 
events, coping processes, and personality factors prospectively (Cohen & Williamson, 
1988). Factor analysis was conducted on Perceived Stress Scale to establish construct 
validity and its uni-dimensionality. 
Part Four: Self-Efficacy Scale 
Description 
Self efficacy was measured by the 10-item General SelfEficacy Scale (GSE) 
(Schwarzer & Jerusalem, 1981). This scale assessed the strength of people's belief in 
their own abilities to respond to novel or difficult situations and to deal with any 
associated obstacles or set backs. Each item referred to successful coping and implies an 
internal-stable attribution of success. High self-efficacy reflected an optimistic self-belief 
(Schwarzer, 1992). A belief of a person is to fulfill novel or tough works, or cope with 
misadventure. People with high self-efficacy had a high quality of decision-making and 
higher academic achievement. Such people like to perform more challenging tasks. 
On the other hand, people with a low sense of self-efficacy give up quickly, have 
low aspirations, and weak commitment about personal accomplishment and development. 
GSE was a universal and cross-cultural construct that yields meaningful relations with 
other psychological constructs (included social cognitive constructs; well-beings; health 
behaviors; and coping) (Luszczynska, Scholz & Schwarzer, 2005). This scale appeared 
to be configurable equivalent across 29 nations (Schwarzer & Schmitz, 2004). In this 
study, teachers were asked to respond on a four-point, forced-choice, rating scale where 1 
=Not at all true, 2= Barely true, 3= Mostly true, and 4= Exactly true to the 10 items. 
The final composite score were obtained by summing up the responses to all 10 
items with a range from 10 to 40 points. There was no cut-off score. The higher the GSE 
scores, the greater level of self-efficacy (optimistic self-beliefs reached by the participant) 
(see Appendix E, Part 4). 
Reliability 
The scale had been used in numerous research projects, where it had typically 
yielded internal consistencies with Cronbach's alpha ranging from .76 to .90, with the 
majority in the high 30s  (Lau et al., 2005; Luszczynska et al., 2005; Schwarzer et al., 
2000). This scale's stability had been examined in several longitudinal studies and in 
sample from 23 nations, with the test-retest reliability coefficient range from .55 to .67 
(Schwarzer et al., 2000). These 10 self-efficacy items had been adapted to 29 languages 
by bilingual native speakers based on the German and English versions of the instrument 
(Schwarzer et al., 2005). The Chinese version of the scale was available and shows a 
satisfactory internal consistency of 0.86 (Zhang & Schwarzer, 1995). 
Evidence for the reliability of the scale was published in the studies by (a) 
Schwarzer, Schmitz and Tang (2000), with 542 German and Chinese teachers. The 
Cronbach's alpha was .86 for the German, and .84 for the Hong Kong sample; and (b) 
Luszczynska, Scholz & Schwarzer (2005), with 1,933 respondents in three countries: 
Germany, Poland, and South Korea. The Cronbach's alpha was .94 for the German, .90 
for the Poland, and .87 for the South Korea sample. Coefficient alpha as an estimate of 
internal consistency reliability were reported for this scale in this study. 
Validity 
Criterion-related validity was documented in numerous correction studies. This 
scale correlated positively with favorable emotions, self-esteem, dispositional optimism 
and work satisfactory. Negative coefficients were found with anxiety, depression, stress, 
burnout, health complaints and physical symptoms (Schwarzer, 1993). GSE forms uni- 
dimensionality (Luszczynska et al., 2005; Schwarzer & Schmitz, 2004). This scale was 
valid in terms of convergent and discriminable validity (Tang et al., 2000). Factor 
analysis was conducted on General Self-Efficacy Scale to establish construct validity and 
its dimensionality. 
Part Five: Burnout 
Description 
Burnout was measured by the Maslach Burnout Inventory developed by Maslach, 
Jackson, & Schwab (1996). Maslach and Leiter (1998) defined burnout as "a syndrome 
of emotional exhaustion, depersonalization, and reduced accomplishment which is a 
special risk for individuals who work with other people in some capacity" (p. 347). The 
MBI, Form Educational, was designed specially for educators, and was a derivation of 
Maslach's original survey which was directed towards the helping professions. 
In order to adapt to the educational environment, Maslach changed some of the 
wording in the MBI questions. For example, the word "recipient" had been replaced with 
"student." In this study, teachers were asked to respond to 22 items, organized by three 
subscales, on a 7-point, frequency rating scale where 0= never, 1= a few times a year or 
less, 2= once a month or less, 3= a few times a month, 4= once a week, 5=a few times a 
week, and 6= everyday to these 22 items (Maslach, Jackson, & Schwab, 1996). 
Three subscales were Emotional Exhaustion (EE) with nine items (this subscale 
measures the degree of exhaustion that results from the working environment. Items for 
this subscale included: 1, 2, 3, 6, 8, 13, 14, 16, 20 and a score range of 0-54); 
Depersonalization (DP) with five items (this subscale measured the relationship between 
the giver (teacher), and the recipient (student) of the service. Items from this subscale 
include: 5, 10, 1 1, 15, 22 and a score range of 0-30; and Personal Accomplishment (PA) 
with eight items (this subscale measured the perceived feeling of accomplishments and 
success in the working environment. Items from this subscale included: 4, 7, 9, 12, 17, 18, 
19,21 and a score range of 0-48) (Maslach et al., 1996). 
Maslach et al. (1996) cautioned against obtaining a total score from the three 
subscale scores. Therefore, this inventory measured three dimensions of burnout 
independently, and each subscale had a tailed score by summing each item response to 
respective subscales. The scores for each subscale were considered separately and were 
not combined into a single, total score. Table 3-2 presents the subscales for the MBI 
Form ED, including the number of subscale items, possible score range, and score 
analysis (Maslach et al., 1996) to permit interpretation of results. 
Table 3-2 
Maslach Burnout Inventory Form ED Subscales: Number of Items, Score Range, and 
Score Analysis 
Emotional Depersonalizatio Personal 
Exhaustion n Accomplishment 
(EE) 
(DP) 
Number of Items 9 5 8 
Score Range 0-54 0-30 0-48 
Score Analysis 
High 27 or over 13 or over 0-3 1 
Moderate 17-26 7-12 32-38 
Low 0-16 0-6 39 or over 
a Personal Accomplishment (PA) subscale items are reverse scored, where the lower the 
score the better the PA. 
In addition, the Chinese version of the MBI was also available and had been used 
as a reference by Mo (1991), which measured teacher burnout in the territory. Backward 
translation was adopted to ensure that the original meaning of each item was conveyed in 
the newly translated version (see Appendix E, Part 5). 
Reliability 
The internal consistency was estimated by Cronbach's coefficient alpha. The 
reliability coefficients for the subscales were .90 for Emotional Exhaustion; .79 for 
Depersonalization; and .71 for Personal Accomplishment respectively (Maslach et al., 
1996). In addition, reliability coefficient was also reported by Tourigny, Baba, and 
Lituchy (2005) in measuring job burnout in Japan. Cronbach's coefficient alpha for each 
of the subscale was: Emotional Exhaustion (.89), Depersonalization (.79), and Personal 
Accomplishment (.78). Furthermore, the Cronbach's coefficient alphas of .90, .79, 
and .71 had been reported by Wechwerth and Flynn (2006) for each of the subscale 
Emotional Exhaustion, Depersonalization, and Personal Accomplishment, respectively. 
Date on test-retest reliability coefficients was to estimate stability ranged from .60 to .82 
(22  for EE; .60 for DP; and .80 for PA) (Maslach et al., 1996). The internal consistency 
reliability estimated of the Chinese version was also satisfactory, with coefficient alpha 
values ranging from 0.79 to 0.88 (38  for EE; .79 for DP; and .83 for PA) (Tang et al., 
2000). 
Coefficient alpha as an estimate of internal consistency reliability was reported 
for the total scale, and MBI subscales in this study. 
Vafidify 
Convergent validity of the scale was also satisfactory, and correlates with various 
external criteria including personal experience, dimensions of job experience, and 
personal outcomes. The MBI scale formed multidimensional perspective. The Chinese 
version of the inventory was available and exploratory and confirmatory factors analyses 
of data from Chinese samples yielded factor structures similar to American samples 
(Tang, 1998). Factors analysis was conducted on Maslach Burnout Inventory to establish 
construct validity. 
Part Sir: Intention to Leave 
Description 
Weisberg (1994) developed Intention to Leave. When a teacher no longer endured 
occupational stress and felt totally worn out by stress, the teacher experienced a 
syndrome of burnout. The outcome of teacher burnout resulted in the long absenteeism, 
emotional exhaustion, depersonalization, reduced personal accomplishment and 
subsequently influence turnover intention (Weisberg, 1994) 
In this study, teachers were asked to respond to three items using a five-point 
rating scale where l=very little; 2=little; 3=average; 4=much; and 5= very much. The 
second statement was a reverse-coded item. The score range for the scale was 3 to 15. 
Higher scores represented a higher degree of intention to leave. Higher scores had been 
associated with higher turnover (Weisberg & Sagie, 1999) (see Appendix E, Part 6). 
Reliability 
From the literature review (Weisberg, 1994; Weisberg and Sagie, 1999), there 
was no report for the reliability of the Teacher Intention to Leave scale. In this study, the 
Coefficient alpha as an estimate of internal consistency reliability was reported for the 
Teacher Intention to Leave scale in this study. 
Validity 
Convergent validity of the scale was also satisfactory and correlates with various 
external criteria including physical, emotional, and mental burnout (Weisberg, 1994; 
Weisberg and Sagie, 1999). In addition, factors analysis was conducted on Teacher 
Intention to Leave scale to establish construct validity. 
This study was quantitative in nature. The use of the MBI, GSES, PSS, and 
Measure of Intention to Leave scale, along with the Demographic Characteristics and 
Work Profile of teachers, provided data that were analyzed to determine the levels of 
stress, perceived burnout, perceived self-efficacy and the intention to leave in the 
kindergarten teachers of Kaohsiung City, Taiwan. 
Procedures: Ethical Considerations and Data Collection Methods 
The overall purpose of the study involved assessing perceived burnout of 
kindergarten teachers across the Kaohsiung city of South Taiwan. A survey which 
included the MBI, GSE, PSS, and Intention to Leave scales, a work profile and 
demographic questions were used to determine the perceived level of burnout and 
intention to leave in selected kindergarten teachers. In this section, the ethical 
considerations about protecting participants was described and other ethical 
considerations, and methods of collecting data were also be discussed. 
1. The researcher obtained permission from the instrument developers to use all 
the scales in this study. These included permissions to use the Maslach 
Burnout Inventory for teachers, the Perceived Stress Scale, the Generalized 
Self-Eflcacy Scale, and the Intention to Leave Scale (see Appendix H ,  I, J, 
and K): 
2. A letter was obtained from the Child Welfare Service Center of Social 
Welfare Bureau, Kaohsiung City Government indicting they will provide a list 
of 1,599 teachers in kindergartens in Kaohsiung city for the 2006-2007 to use 
as the accessible population (sample) for this dissertation study (See Appendix 
L). In addition, a request was made to the Child Welfare Service Center of 
Social Affairs Bureau, Kaohsiung City Government to provide a cover letter 
to accompany the survey to teachers, of their support and recommendation to 
participate in the study (see Appendix M); 
3. After successful defense of the dissertation proposal, an application and 
research protocol was submitted to the Institutional Review Board (IRB) of 
Lynn University. Because this study was conducted in Taiwan, a foreign 
country, there was a need for full board review by the IRB complied with 
CFR (45CFR 46 101 [h]). In this IRB application, a request was made to 
waive documentation of a signed consent, in order to maintain anonymity of 
respondents; 
4. Upon receiving IRB approval to proceed with translations, the survey (see 
Appendix E), a cover letter from the Child Welfare Service Center of Social 
Affairs Bureau, Kaohsiung City Government, (see Appendix M) and 
authorization for voluntary consent form (see Appendix B) to be used in this 
study were translated from English to Traditional Chinese by experts 
proficient at both the Traditional Chinese and English languages and reverse- 
translated from the Traditional Chinese into English to ensure the consistency. 
The certified translations were submitted to the IRB for review; (see 
Appendix D, G). 
5.  After receiving the final approval of Lynn University's IRB to conduct the 
study, data collection was initiated (see Appendix A); 
6. The assessable population of 1,599 kindergarten teachers were invited to 
participate from the list provided by the Child Welfare Center of Social 
Affairs Bureau, Kaohsiung City Government; 
7. A cover letter written by the researcher, the letter of support written by the 
Child Welfare Center of Social Affairs Bureau, Kaohsiung City Government, 
the voluntary consent form, and the survey (see Appendixes E, F, G, and A) 
were mailed on the same day to the sample of 1,599 kindergarten teachers 
across the eleven school districts of Kaohsiung city. A self-addressed 
envelope (with return postage provided) was included in the mailing. The 
respondents were asked to answer the questionnaires completely, seal them in 
an enclosed envelope with stamp and put the envelope into a mailbox. Return 
of the complete survey constituted the respondents' informed consent to 
participate. All information was held in strict confidence and was not 
disclosed unless required by law or regulation; 
8. A reminder post card was sent to kindergarten teachers after two weeks, and a 
final reminder was sent out the last week of data collection; 
9. Respondents were anonymous to protect the identities of the participants. 
There were no personal identifiers of respondents on the survey questionnaire. 
However, the surveys were coded by numbers representing different school; 
10. The researcher recorded the number of surveys distributed and the number of 
return in order to calculate the response rate; 
11. Data collection lasted for six weeks and no longer than one year from the data 
of IRB approval; 
12. Once survey data were returned, the data were analyzed using the Statistical 
Package for Social Sciences (SPSS); 
13. The researcher submitted to the Lynn University IRB the Report of 
Termination of Project within a month of the data collection completed; 
14. The data collected is being kept in a computer with password protection for a 
period of five years, at which time it will be destroyed; and 
15. Survey responses are being stored in a locked depository box. The data will 
also be destroyed after five years. 
Evaluation of Ethical Aspects of the Study 
This research study is regarded as ethical for the following reasons: 
1. Proper permission was obtained from instrument developers; 
2. An approval from Lynn University's IRB obtained prior to data collection and 
ensure the necessary procedures were used in this study; 
3. Participants were informed and received a sufficient explanation of the 
dissertation research, including the purpose of investigation and contact 
details; 
4. Respondents were notified that the responses would be anonymous; 
5. The IRB were informed when data collection completed; 
6. The data collected is being kept in a password protected computer. In 
addition, all data collected is being kept confidential, saved electronically with 
security for a period of five years, and then destroyed; and 
7. All paper documents of survey responses are being stored in a locked 
depository box and are being destroyed after a period of five years. 
Methods of Data Analysis 
When all surveys had been collected from the target population, data were 
analyzed using the Statistical Package for Social Science (SPSS) for Windows version 
11.0. Statistical procedures that were used to respond to answer the research questions 
and test hypotheses in this study included (a) descriptive statistics; (b) coefficient alpha to 
estimate internal consistency reliability; (c) exploratory factor analysis; (d) independent 
two-tailed t-tests; (e) one-way ANOVA with post hoc, simple regression, multiple 
regression, and moderated multiple regression (MMR). Before the actual data began, 
there were essential steps that needed to taken as following: 
1. Data Coding: Data collected were coded with numbers of levels for each 
response category and each variable. Each variable were assigned a code 
name; 
2. Internal Consistency Reliability: Most variables consisted of items measured 
with multiple rating scales. The internal consistency of the multiple-item 
scales were measured by the Cronbach's coefficient alpha. The Cronbach's 
coefficient alpha of each variable should be attained an estimate equal to or 
higher than .70, which is the minimum threshold for the internal consistency 
reliability in the social science research; 
4. Exploratory Factor Analysis (EFA): Through EFA, a larger set of items 
resembled a construct. Factor analysis was conducted for each scale; 
5. Correlation between select scales were performed using Pearson r correlation 
to establish convergent validity; and 
6. Pearson r correlation: Pearson r correlation was used to show functional 
relationships between the variables when both were normally distributed. 
Descriptive Statistics 
Through descriptive analysis, mean scores on scales, frequency distributions, 
percentage of responses within each variable, and variability (such as the range and 
standard deviation) were used to answer Research Question One. Those procedures 
helped to obtain the characteristics of all variables including demographic characteristics 
of kindergarten teachers (gender, marital status, age, educational level, and religious 
status), work profiles (working hours, salary satisfactory and total years of teaching 
experience), job stress, self-efficacy, levels of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment), and intentions to leave. 
One- Way ANOVA and Independent t-Tests 
Research Question Two was designed to report significant differences in 
Taiwanese kindergarten teachers' job stress, self-efficacy, levels of burnout (emotional 
exhaustion, depersonalization, and personal accomplishment), and intentions to leave 
according to their demographic characteristics (gender, marital status, age, educational 
level, and religious category). For the causal-comparative (exploratory) aspect of this 
survey research design, a two-tailed independent t-tests and one way ANOVA with 
Tukey's post-hoc test, if there were significant differences according to other 
demographic categorical variables, were used to answer Research Question Two. 
Pearson r Correlation 
Pearson r correlation, producing an inter correlation matrix was used to answer 
Research Question Three of the relationships between in work profile (total numbers of 
working hours, salary satisfaction, and total years of teaching experience), job stress, self- 
efficacy, levels of burnout (emotional exhaustion, depersonalization, and personal 
accomplishment), and intentions to leave. 
Multiple Regression 
Multiple regression was used to examine the significant explanatory relationships 
among demographic characteristics (marital status, gender, age, educational level, and 
religious category), work profiles (total numbers of working hours, salary satisfaction, 
total years of teaching experience), job stress, self-efficacy and the dependent variable of 
levels of burnout including: levels of emotional exhaustion (Hypothesis la), levels of 
depersonalization (Hypothesis 1 b), and levels of personal accomplishment (Hypothesis 
Ic). Multiple regression was used to examine explanatory relationships between 
demographic characteristics, work profile, job stress, self-efficacy, levels of burnout and 
kindergarten teachers' intention to leave (Hypothesis 2). 
Moreover, the explanatory relationship between demographic characteristics, 
work profile, job stress, and self-efficacy and the level of burnout was described as 
follows: 
Where, 
y= denotes the dependent variable separately [emotional exhaustion (Hypothesis la), 
levels of depersonalization (Hypothesis lb), level of personal accomplishment 
(Hypotheses lc), and intention to leave (Hypothesis 2)]. 
x, = Demographic Characteristics; 
x, = Work Profile; 
x; = Job Stress; and 
! 
x, = Self-Efficacy 
p, = constant 
E, = error 
Simple Regression 
Hypothesis 3 and Hypothesis 4 were designed to test the explanatory (correlation) 
correlation relationship between self-efficacy, and job stress (Hypothesis 3), level of 
emotional exhaustion (Hypothesis 4a), level of depersonalization (Hypothesis 4b), level 
of personal accomplishment (Hypothesis 4c). Simple regression was used to examine the 
Hypothesis 3 and Hypothesis 4. 
The explanatory relationship between job stress, self-efficacy and the level of 
burnout was described as followed: 
y = a+/3x, + E ,  
Where, 
y= perceived self-efficacy 
x,= denotes the explanatory variables Gob stress for Hypothesis 3; emotional exhaustion 
for Hypothesis 4a; depersonalization Hypothesis 4b; personal accomplishment for 
Hypothesis4cl. 
a= constant 
E, = the term e represents the unpredicted or unexplained variation, called the "error". The 
error term is conventionally assumed to have expected value equal to zero. 
Moderated Multiple Regression 
The explanatory relationships among demographic characteristics (marital status, 
gender, age, educational level, and religious category), work profile (total numbers of 
working hours, salary satisfaction, total years of teaching experience), job stress, self- 
efficacy, levels of burnout (emotional exhaustion, depersonalization, and personal 
accomplishment) and intentions to leave were analyzed through moderated multiple 
regression (MMR) (Hypothesis 5). 
The regression model to test Hypothesis 5 with MMR included the mediating 
variable of self-efficacy, and was expressed as follows: 
y = a 2 + P I x ~  + P 2 x 2 + P 3 x 3 f / ? l x 4 + P S z l + ~ 6 x 1  "I+ P 7 ~ 2  'Z~+&x3 "1 
+P9% . Z I  +E2 
Where. 
y= Intention to leave 
x, = demographic characteristics; 
x, = work profile; 
x, =job stress; and 
x4 = levels of burnout 
z, = self-efficacy 
a2 = constant 
E~ = error 
Evaluation of Research Methods 
In this section, both internal and external validity were examined in order to 
represent the strengths and weaknesses of the research methods that were used in this 
study. Internal validity of the research study considered the extent of establishing cause- 
effect relationships between independent and dependent variables expressed in, the 
theoretical framework, hypotheses testing, research design, instruments to measure 
variables, procedures, and data analyses. External validity was related to the degree to 
which findings could be generalized to the accessible population. 
Internal Validity 
Strengtlzs 
1. This study was exhibited in a quantitative, non-experimental, and explanatory 
research design. This design was stronger than an exploratory or descriptive 
design; 
2. Quantitative study has more internal validity than qualitative analysis; 
3. Statistical procedures were appropriate for answering research questions and 
testing hypotheses. Furthermore, the internal validity of this study was 
consolidated; 
4. Adopted study instruments (MBI, GSE) were standardized measures 
previously tested on diverse populations; 
5. The estimated sample size was adequate to conduct the data analysis; 
6. Limiting the sample to kindergarten teachers in Kaohsiung city in Taiwan 
improved homogeneity of the sample (decreasing the influence of extraneous 
variables); and 
7. A back-translation of the questionnaire from Traditional Chinese into English 
was administrated in order to improve the validity of this study. 
Internal Validity 
Weaknesses 
1. A non-experimental design is a threat to internal validity and will be weaker 
than an experimental design in drawing causal model building; and 
2. Using an instrument with no previous estimates of reliability and established 
validity to measure outcomes weakens the internal validity of the study. 
However, estimates of internal consistency reliability and factor analysis were 
conducted prior to inferential statistical analysis. 
External validity 
Strengtlts 
1. Inclusion of the total accessible population is strength, creating a strong 
sampling design and allowing for generalizability to the accessible population; 
and 
2. Data collection occurred in a natural setting, not a lab setting. The survey was 
completed in a natural environment. 
External validity 
Weaknesses 
1. Self-selective sampling bias of those who agreed to participate, might not 
represent the accessible population, and affect generalizability; and 
2. Limiting the accessible population to kindergarten teachers in Kaohsiung city 
in Taiwan limited generalizability beyond these parameters. 
Charter I11 described the research methods that were used to answer the research 
questions and test the hypotheses about the relationships among demographic 
characteristics, work profile, perceived self-efficacy, teacher stress, burnout, and 
intention to leave in kindergarten teachers in Kaohsiung, Taiwan. This chapter also 
described the research design, the sampling plan, instruments, procedures and data 
collection methods, and data analyses methods. Chapter IV presents the findings of this 
study. 
CHAPTER IV 
RESULTS 
The results of the study on the relationships among demographic characteristics, 
work profile, perceived self-efficacy, job stress, burnout, and intention to leave in 
kindergarten teachers in Kaohsiung, Taiwan. First, descriptive analyses of demographic 
characteristics, work profile, and all other variables are provided to give a brief summary 
of the sample profiles. Second, the results of exploratory factor and reliability analyses 
which were used to validate the instruments used in this study are presented. Finally, the 
outcomes of inferential statistics of one-way ANOVA and moderated multiple regression 
(MMR), that were used as methods of data analyses and to answer the hypotheses testing 
are given. 
Final Data-Producing Sample and Research Question 
The accessible population of 1,599 kindergarten teachers was invited by mail to 
participate in this study. Of the 1,599 kindergarten teachers, only 515 returned the 
mailed survey. Additionally, seven surveys were returned either incomplete or invalid. 
This resulted in a total of 508 usable responses for data analysis, representing a response 
rate of 3 1.77 % (see Table 4-1). 
Table 4-1 
Summary of Responses to the Mail Survey 
t. Responses Frequency Percent 
Returned 515 32.20% 
, 
Valid 508 31.77% 
Invalid 7 0.004% 
Total 1599 100% 
To answer the research question, the demographic characteristics, work profile, 
perceived self-efficacy, teacher stress, burnout, and intention to leave in kindergarten 
teachers in Kaohsiung, Taiwan were presented first. Descriptive analyses of frequency 
distribution, central tendency (mean) and variance (standard deviation) were used to 
supply basic information about each of the sociodemographic variables. Moderated 
multiple regression was used to answer the research hypotheses. 
Demograplzic Characteristics of Kindergarten Teaclzers 
Characteristics of kindergarten teachers (including gender, age, marital status, 
education level, religion, school location and school type) are presented. As shown in 
Table 4-2, the sample indicated that the kindergarten teachers were dominated by females 
(97.4%). Most of the kindergarten teachers taught in the public school (95.1%). There 
was a strong representation of non-married kindergarten teaches (60%). Sixty percent of 
them have obtained bachelor's degrees and 28.7% have college's degrees. Of the 
respondents, 54.7% of respondents were Buddhist teachers, forty respondents were 
Protestant teachers (7.9%) and forty teachers were Catholic (2.8%). The mean age of the 
kindergarten teachers was 30.63 years, ranging from 20 to 54 years of age with a standard 
deviation of 7.336. As shown in Figure 4-1, the largest age group (27%) was between 25 
and 29 years old, and the smallest age group (0.8%) was between 50 and 54 years of age. 
The majority (60.8%) were between 20 and 34 years old. 
Table 4-2 
Characteristics of Kindergarten Teachers by Gender, Age, Marital Status, Education 
Level, Religion, School location and School Type 
Demographic Variables Frequency Percent Mean Standard Deviation 
Gender 
Female 
Male 
Total 
School Type 
Public 
Private 
Total 
Married Status 
Married 
Nan-Married 
Total 
Education 
High School Degree 57 1 1.3% (Professional School Degree) 
Community College Degree 
(Technology Institute Degree) 146 28.7% 
Bachelor's Degree 303 59.6% 
Master's Degree 2 0.4% 
Total 508 100% 
Age 
20-24 
25-29 
30-34 
35-39 
40-44 
45-49 
50-54 
Total 
Religion 
Buddhist 
Protestant 
Catholic 
Others 
Total 
School Located 
Sanmin District 
Xiaogang District 
Zuoying District 
Cianjin District 
Cianjhen District 
Lingya District 
Sinsing District 
Nanzih District 
Ku-Shan District 
Cijin District 
~ inechene  District 32 6.3% 
Work Profiles 
Work profiles (including teaching experience, working hours, monthly payment 
and salary satisfaction) are presented. Descriptive analyses of means and standard 
deviations are shown in Table 4-3. The teaching experience of kindergarten teachers had 
a mean of 7.56 years, ranging from 0 to 30 years with a standard deviation of 6.1 years. 
In addition, the working hours of kindergarten teachers ranged from 12 to 64 with a mean 
of 3 1.10 hours and had a standard deviation of 18.15 hours. With regards to the monthly 
payment of kindergarten teachers, there was a mean of NT$23,800 ($800), ranging from 
NT$20,000 ($650) to NT$70,000 ($2,300). Of the respondents, 30.8% of respondents 
agreed slightly that their monthly payment were paid a fair amount. One hundred and 
twenty-four teachers disagreed moderately about their monthly payment (24.4%) and 
fifty-three disagreed very much. 
Work Profiles of Kindergarten Teachers by Teaching Experience, Working Hours, 
Monthly Payment and Salary Satisfaction 
Standard 
Working Profiles Frequency Percent Mean Deviation 
Teaching Experience 
(Year) 
0- 1 62 12.2% 
1- 3 
4- 7 
8-10 
10-12 
13-15 
15-30 
Total 
Working Hours (Week) 
0-3 0 
30-34 
35-39 
40-44 
45-49 
50-54 
55-59 
60-64 
Total 
Monthly Payment 
Less than NT$25,000( Less than $850) 
NT$25,000 - 30,000 ($850-$1,000) 
NT$30,001 - 35,000 ($1,000-$1,150) 
NT$35,001 - 40,000 ($1,150-$1,300) 
NT$40,001 - 45,000 ($1,300-$1,450) 
NT$45,00 1 - 50,000 ($1,450-$1,600) 
Above 50,OO 1 (Above $1,600) 
Total 
Salary Satisfaction 
Disagreed very much. 
Disagreed moderately 
Disagreed slightly 
Agreed slightly 
Agreed moderately 
Agreed very much. 
Total 
Kindergarten Teachers' Perceptions of Job Stress 
Participating teachers were asked to respond to ten items about their job stress. 
The Job Stress was a uni-dimensional measurement developed by Cohen, S., Kamarck, 
T and Mermelstein, R. (1983). Each item was rated on a 5-point rating scale from 
"never" (0) to "very often" (4). Table 4-4 shows the percent distribution of response 
categories, item means, standard deviations, and dimension scores for job stress. The 
measurement ofjob stress had a mean score of 2.67, ranging from item two at 2.32 (the 
lowest), to item five at 3.15 (the highest), with a standard deviation of 0.574. The mean 
for item five was the highest at 3.15 (between fairly often and very often). Kindergarten 
teachers perceived item five as never (3.30%), followed by almost never (20.9%), 
sometimes (38.6%), fairly often (31.7%) and very often (5.5%). Most kindergarten 
teachers experienced unpredictable, uncontrollable stress and overloaded in their lives 
(between sometimes to fairly often). 
Percent Distribution of Kindergarten Teachers' Perceptions of Job Stress 
Response Categories Std. 
(Percent Distribution) Mean Deviation 
*Imost sometimes Fairly Very Never Never Often Often 
Job Stress 
1. In the last month, how often 
have you been upset because 
of something that happened 
unexpectedly? 
2. In the last month, how often 
have you felt that you were 
unable to control the important 
things in your life? 
3. In the last month, how often 
have you felt nervous and 
"stressed"? 
4. In the last month, how often 
have you felt confident about 
your ability to handle your 
personal problems? 
5. In the last month, how often 
have you felt that things were 
going your way? 
6. In the last month, how often 
have you found that you could 
not cope with all the things 
that you had to do? 
7. In the last month, how often 
have you been able to control 
irritations in your life? 
8. In the last month, how often 
have you felt that you were on 
top of things? 
9. In the last month, how often 
have you been angered 
because of things that were 
outside of your control? 
10. In the last month, how 
ofien have you felt difficulties 20. 
were piling up so high that 42.3% 25.6% 8.5% 3.5% 2.33 1.003 
you could not overcome them? 
Dimension Score 
(Range 0-40) 26.66 
Kindergarten Teachers' Perceptions of Self-Efficncy 
Participating teachers were asked to respond to ten items about their self efficacy. 
The self efficacy was a one-dimensional measurement developed by Schwarzer and 
Jerusalem (1981). Each item was rated on a four-point, forced-choice, rating scale from 
"Not at all true" ( I )  to "Exactly true" (5). 
Table 4-5 shows the percent distribution of response categories, item means, 
standard deviations, and dimension scores for self efficacy. The measurement of self 
efficacy had a mean score of 2.69, ranging from item two at 2.41 (the lowest), to item one 
at 2.97 (the highest), with a standard deviation of 0.558. Teachers perceived item one as 
the mostly true (50.2%), followed by exactly true agree (24.8%), hardly true (22.2%) and 
not at all true (2.6%). Most kindergarten teachers agreed that self efficacy help them to 
fulfill novel or tough works, or cope with misadventure (between hardly true agree and 
mostly true agree). 
Percent Distribution of Kindergarten Teachers' Perceptions of Self-Eficacy 
Response Categories Mean Std. (Percent Distribution) Deviation 
Item Not at all Hardly true Mostly true Exactly true true 
Self-Efficacy 1 2 3 4 2.69 0.558 
1. I can always manage to 
solve difficult problems if 
I try hard enough. 
2. If someone opposes me, I 
can find the means and 
ways to get what I want. 
3. It is easy for me to stick 
to my aims and 
accomplish my goals. 
4. I am confident that I 
could deal efficiently with 
unexpected events. 
5. Thanks to my 
resourcefulness, I know 
how to handle unforeseen 
situations. 
6. I can solve most problems 
if I invest the necessary 
effort. 
7. I can remain calm when 
facing difficulties because 
I can rely on my coping 
abilities. 
8. When I am confronted 
with a problem, I can 
usually find several 
solutions. 
9. If I am in trouble, I can 
usually think of a 
solution. 
10.1 can usually handle 
whatever comes my way. 
Dimension Score 
(Range 10-40) 
Kindergarten Teaclzers' Perceptions of Burnout 
Teacher burnout contained twenty-two items and were organized by three 
subscales (or dimensions), developed by Maslach, Jackson, and Schwab (1996). The 
three dimensions of teacher burnout used a 7-point, frequency rating scale, ranging from 
"never" (0) to "everyday" (6). Table 4-6 shows the percent distribution of response 
categories, means, and standard deviations of the twenty-two items. Three dimensions 
were Emotional Exhaustion (EE) with nine items (this subscale measures the degree of 
exhaustion that results from the working environment. Items for this subscale include: 1, 
2, 3, 6, 8, 13, 14, 16, 20 and a score range of 0-54); Depersonalization (DP) with five 
items (this subscale measures the relationship between the giver (teacher), and the 
recipient (student) of the service. Items from this subscale include: 5, 10, 1 1, 15,22 and a 
score range of 0-30. Personal Accomplishment (PA) with eight items (this subscale 
measures the perceived feeling of accomplishments and success in the working 
environment. Items from this subscale include: 4, 7, 9, 12, 17, 18, 19, 21 and a score 
range of 0-48). 
Table 4-7 shows the items, means, and standard deviations of the three 
dimensions. The highest rated dimension was Emotional Exhaustion (EE), which had a 
mean of 3.22, with a standard deviation of 1.25. The second dimension followed by 
Personal Accomplishment (PA) had a mean of 3.00, with a standard deviation of 1.15. 
The lowest rated dimension was Depersonalization (DP) which had a mean of 2.42 and a 
standard deviation of 1.47. The frequency distributions for each dimension were quite 
similar. Most kindergarten teachers perceived burnout between "once a month or less" 
and "a few times a month or less". 
Table 4-6 
Percent Distribution of Kindergarten Teachers' Perceptions of Burnout 
Response Categories (Percent Distribution) Mean Std. Deviation 
12.0% 26.0% 22.4% 20.3% 9..8% 5..3% 4.1% 
work. 
2. I feel used up at the end ofthe 7..5% 15.7% 21.7% 15.9% 14% 15.2% 10% 
work day. 
3. I feel fatigued when I get up in the 
morning and have to face another day 13.8% 15.7% 21.3% 15.4% 14.0% 10.6% 9.3% 
on the iob. 
4' I can easily understand how my 31.1% 28.7% 10.2% 7..5% 10.8% 6..3% 5..3% 
students feel about things. 
5. with people puts 50.8% 12.2% 14.2% 7,,5% 6.1% 5 3% 3.,9% 
too much stress on me. 
6' Working with people directly puts 32.3% 22.0% 18.3% 15.2% 6.5% 3.4% 2.4% 
too much stress on me. 
7. 1 deal very effectively with the 25.6% 27.4% 7.3% 11.6% 11.8% 11.0% 5.3% 
problems of my students. 
8. i feel burned out from my work. 20.1% 22.4% 22.8% 13.6% 9.8% 4..9% 6.3% 
9. I feel I am positively influencing 
other people's lives through my 23.4% 17.5% 10.4% 11.4% 14.0% 12.0% 11.2% 
work. 
lo' become ca"ous toward 48.4% 20.7% 13.0% 8..9% 5.1% 2..8% l..2% people since I took this job 
l 1  become callous toward 49% 17.3% 13.2% 9.1% 5.1% 3.7% 2.6% people since I took this job 
12. 1 feel very energetic. 19.9% 23.6% 15.2% 10.2% 14.8% 7.7% 8.7% 
13. I feel frustrated by my job. 19.5% 26.8% 22.0% 15.4% 7..3% 6.1% 3% 
14' too hard On my 11.6% 19.9% 18.9% 12.0% 13.0% 13.2% 11.4% iob 
15' I do not really care what happens to 50.0% 16.5% 13.2% 9.6% 4.9% 3.9% 1.8% 
some students. 
16' with people puts 27.6% 24.2% 18.1% 14.2% 6.9% 6..5% 2.6% 
too much stress on me 
17. I can easily create a relaxed 39.4% 21.7% 11.2% 8.1% 8.7% 6.9% 4.1% 
atrnosnhere with mv students 
18' I a'er working 40.7% 20.9% 8.9% 9.1% 10.4% 5.9% 4.1% 
things in this job 
19.1 have accomplished many 28.9% 23.0% 12.4% 12.6% 11.4% 8.1% 3.5% 
worthwhile things in this iob 
20. 1 feel like I'm at the endof my rope 27.2% 26.4% 15.4% 11.4% 9.4% 5.5% 4.7% 
21' In my I deal with 24.6% 25.8% 9.8% 12.6% 11.2% 12.0% 3 9% 
problems very calmly 
22. I feel students blame me for some of 22,6% 23,8% 12.6% 9.7% 10.2% 5.7% 
their problems 
The Items of Response Categories, Means, and Standard Deviations of the Three 
Dimensions with Burnout 
Items Std. Dimension Mean Deviation 
Emotional Exhaustion (EE) 
Depersonalization (DP) 
Personal Accom~lishment (PA) 
Kindergarten Teachers ' Perceptions of Intention to Leave 
Intention to leave refers to a teacher no longer endure occupational stress and feel 
totally worn out by stress, the teacher experienced a syndrome of burnout. (Weisberg, 
1994) This measurement has only three items, developed by Weisberg (1994) The three 
items were measured by a five-point rating scale, ranging from "very little" (1) to "very 
much" (5). The score range for the scale is 3 to 15. Table 4-8 shows the percent 
distribution of response categories, means, and standard deviations of the three items. 
The measurement of intention to leave had a mean score of 2.80, ranging from item one 
at 2.50 (the lowest), to item two at 3.17 (the highest), with a standard deviation of 1.01. 
Teachers perceived item two as the "much" (28.7%), followed by "average" (20.1%), 
"very much" (18.8%), "very little" (16.7%) and. "little" (15.8%). 
Table 4-8 
Percent Distribution of Kindergarten Teachers' Perceptions o f  Intention to Leave 
Response Categories Std. 
(Percent Distribution) Mean Deviation 
Very Little Average Much Very 
Item Little Much 
Intention to Leave I 2 3 4 5 2.80 1.01 
1. 1.  I have considered 17.3% 40.9% 23.6% 9.6% 8.5% 2.50 1.13 leaving teaching. 
2.1 think that if I were 
choosing my career again, 16.7% 15.8% 20.1% 28.7% 18.75 3.17 1.36 
I would choose teaching 
- 
3. I think in the near future I 31.9% 22.0% 13.8% 14% 2.72 1.30 
will leave teaching.. 
Dimension Score (Ranee 3-15) 
Descriptive analyses of frequency distribution, mean, and standard deviation were 
used to assess Taiwanese kindergarten teachers' demographic characteristics (gender, 
marital status, age, educational level, and religious status), work profiles (working hours, 
salary satisfaction and total years of teaching experience), job stress, self-efficacy, levels 
of burnout (emotional exhaustion, depersonalization, and personal accomplishment), and 
intention to leave. Before hypotheses testing, exploratory factor analysis and reliability 
analysis were conducted to establish validity and provide estimates of reliability. The 
following section provides the results of exploratory factor analysis and reliability 
analysis. 
Construct Validity 
Correlation Matrix 
Construct validity determines how the operationalization of the measurement can 
be generalized to the intended concept and the accuracy with which it reflects its 
construct (Trochim, 2002). In general, construct validity consists of predictive, 
concurrent, convergent, and discriminant validity (Trochim, 2002). A correlation matrix 
was used to show each item's association with each of the other items. When the 
association between the two items is high, convergent validity is established; whereas, 
when the association between the two items is low, discriminant validity is established. 
Because the measurements of job stress, self-efficacy, and intention to leave adopted in 
this study were uni-dimensional instruments, their construct validity cannot be tested by 
exploratory factor analysis. Therefore, convergent and divergent validity was assessed to 
show that items of job stress, self-efficacy, and intention to leave were different from 
each other. As a result, the construct of job stress, self-efficacy were hrther validated by 
convergent and discriminant validity, and construct validity of intention to leave was 
established. 
To distinguish items that differ from the other constructs (discriminant validity), 
the correlation should be lower than .6, and no higher than .7 (Leech, Barett, & Morgan, 
2005). The correlation matrix shows associations between each pair of item. A total of 
45 inter-item correlation coefficients were lower than .7. However, eight pairs of 
associations were higher than .6. The highest association was found between intention to 
leave item 1 and item 3. Since both items represent the same construct, their high 
correlation shows convergent validity. The second highest association was found 
between burnout item 16 and item 20. They were factored into the same construct (see 
the following section of exploratory factor analysis). As their correlations were lower 
than .7 and close to the minimum level, discriminant validity was considered established 
among constructs of job stress, self-efficacy, and intention to leave. 
Exploratory Factor Analysis 
Factor analysis helps to identify a set of interrelated variables that represent the 
underlying construct (George & Mallery, 2003). Thus, the factor analysis in this study 
was mainly executed to examine whether or not the same set of interrelated variables still 
represented the same construct based on the sample collected from Taiwan's kindergarten 
teachers. In addition, the result of factor analysis could further validate the instrument. 
The instrument of burnout has three dimensions, Emotional Exhaustion (EE), 
Personal Accomplishment (PA), and Depersonalization (DP). Emotional Exhaustion (EE) 
dimension has nine items; Depersonalization (DP) dimension has five items; and 
Personal Accomplishment (PA) dimension has eight items. Factor analysis was utilized 
to examine whether or not the same items still hung together as a group. Before 
conducting factor analysis, two tests of Kaier-Meyer-Olkin (KMO) and Barlett were 
needed. Both are tests of multivariate normality and adequacy of items for conducting 
factor analysis (George & Mallery, 2003). KMO tests should be greater than .7 
demonstrating that items for each factor are sufficient (George & Mallery, 2003). 
Barlett's test needs to have a significant value less than .05 indicating that items do not 
generate an identity matrix (Leech, Barrett, & Morgan, 2005). 
Table 4-9 shows that the KMO test was greater than .90, meaning that items for 
each factor were sufficient and that Barlett's test was significant (p < .000). The results 
of both tests indicated that these items were multivariate, normal and suitable for factor 
analysis. 
Table 4-9 
KMO and Barlett S Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 
.910 
Bartlett's Test of Sphericity Approx. Chi-square 6021.236 
d f 231 
Sig. .OOO 
Principal axis factoring was used with varimax rotation (used for factors that are 
uncorrelated with each other). Based on the research conducted by Maslach, Jackson, and 
Schwab (1 996), the instrument developers, items were factored into three sub-constructs 
(or dimensions), Emotional Exhaustion (EE), Personal Accomplishment (PA), and 
Depersonalization (DP). Table 4-10 presents the results of factor analysis for this study. 
All factor loadings were greater than .4, the minimum acceptable level for items to be 
grouped as measuring the same construct (construct validity) (Leech, Barrett, & Morgan, 
Table 4- 10 
Factor Loadings for the Burnout 
Factor Loadings 
Personal Emotional Depersonalization Item Accomplishment Exhaustion (PA) (DP) 
Burnout1 
Burnout2 
Burnout3 
Burnout4 
Burnout5 
Burnout6 
Burnout7 
Burnout8 
Burnout9 
Burnout 10 
Burnout 1 1 
Burnout 12 
Burnout 13 
Burnout 14 
Burnout 15 
Burnout 16 
Burnout 17 
Burnout 18 
Burnout 19 
Burnout20 
Burnout2 1 
Burnout22 
This section established the validity of the instrumentation. First, a correlation 
matrix was created to establish convergent and discriminant validity of job stress, self- 
efficacy, and intention to leave. Second, exploratory factor analysis was utilized to 
establish the construct validity of burnout. 
Reliability Analysis 
Reliability is intended to estimate the quality, meaning the consistency and 
repeatability, of measurement (Trochim, 2002). According to Trochim (2002), four types 
of reliability estimates are generally used. First, internal consistency reliability based on 
Cronbach's coefficient alpha (a) is used for multiple item scales to test the consistency of 
results. Test-retest reliability is used to determine whether measurement results are 
consistent over time. Inter-rater reliability examines correlated different raters to see 
whether they provide consistent estimates. Last, parallel-forms reliability is used to see 
whether the results of two tests constructed in the same way in the same domain are 
consistent. 
Reliability Estimates of Kindergarten Teachers' Job Stress 
In this study, internal consistency reliability used Cronbach's alpha to test the 
consistency of kindergarten teachers' job stress. Cronbach's alpha should be higher 
than .7, the minimum acceptable level (Leech et al., 2005). The Cronbach's alpha for 
kindergarten teachers' job stress dimension was .81, exceeding the required minimum 
level. Thus, internal consistency of kindergarten teachers' job stress dimension was 
reliable. 
Reliability Estimates of Kindergarten Teaclzers' Self-Efficacy 
In this study, internal consistency reliability used Cronbach's alpha to test the 
consistency of kindergarten teachers' job stress. Cronbach's alpha should be higher 
than .7, the minimum acceptable level (Leech et al., 2005). The Cronbach's alpha for 
kindergarten teachers' self-efficacy dimension was .92, exceeding the required minimum 
level. Thus, internal consistency of kindergarten teachers' job stress dimension was 
reliable. 
Reliability Estimates of Kindergarten Teachers' Burnout 
Table 4-1 1 shows the estimates of internal consistency reliability for kindergarten 
teachers' burnout. Three sub-constructs of kindergarten teachers' burnout met the 
minimum .7 level, indicating that the items of the instrument were internally consistent. 
Table 4- 1 1 
Internal Consistency Reliability of Kindergarten Teachers' Burnout 
Variables Items Cronbach's Alpha (a) 
Emotional Exhaustion (EE) 9 0.90 
Depersonalization (DP) 5 0.73 
Personal Accomplishment (PA) 8 0.91 
Reliability Estimates of Kindergarten Teachers' Intention to Leave 
In this study, internal consistency reliability used Cronbach's alpha to test the 
consistency of kindergarten teachers' intention to leave. The Cronbach's alpha for 
kindergarten teachers' intention to leave dimension was .72, exceeding the required 
minimum level. Thus, internal consistency of kindergarten teachers' job stress dimension 
was reliable. 
Descriptive analyses were conducted not only to have a general idea of the sample 
but to also answer the research question. In addition, exploratory factor analysis was run 
to examine the construct validity of instruments used in this study. Moreover, reliability 
analyses were estimated to assess internal consistency of measurement. After validation 
of measurement was completed, one-way ANOVA and moderated multiple regression 
were conducted to test the research hypotheses. 
Research Questions 
Research Question Two was designed to report significant differences in 
Taiwanese kindergarten teachers' job stress, self-efficacy, levels of burnout (emotional 
exhaustion, depersonalization, and personal accomplishment), and intentions to leave 
according to their demographic characteristics (gender, marital status, age, educational 
level, and religious category). To answer Research Question Two and Research Question 
Three, a two-tailed independent t-tests and one way ANOVA with Tukey's post-hoc test, 
if there were significant differences according to other demographic categorical variables, 
were used to answer Research Question Two and Research Question Three. 
The followings are 42: 
4 2  Are there significant differences in Taiwanese kindergarten teachers' job stress 
(perceived stress), self-efficacy, levels of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment), and intention to leave 
according to their demographic characteristics (gender, marital status, age, 
educational level, and religious category)? 
The demographic characteristics of kindergarten teachers included marital status, 
gender, age, educational level, and religious category. The final mailed-back sample 
consisted of 508 kindergarten teachers. In this sample, collected from kindergartens in 
eleven school districts in Kaoshiung City, Taiwan, the position of kindergarten teachers 
was dominated by females (97.4%). Of the kindergarten teachers, over one-half of them 
hold a bachelor's degree (59.6%) and 28.7 % of them hold a college's degree (technology 
institute's degree). Only .4% of kindergarten teachers hold a master diploma. The 
findings indicate that school systems seem to require their kindergarten teachers to have 
at least a bachelor's degree. The largest age group of kindergarten teachers was between 
25 and 29 years old, accounting for 27 % of the total sample. The second largest age 
group was between 20 and 24 years old, comprising 23.8 % of the total sample. Findings 
showed that 54.7 % of kindergarten teachers were Buddhist. The second largest age 
group was Protestant (7.9 %). As for kindergarten teachers' marital status, the majority 
of kindergarten teachers were single (60.0 %), 40% of the total sample got married. 
Emotional Exhaustion 
An analysis of the data indicated that kindergarten teachers' age was significantly 
positive in association with level of burnout (emotional exhaustion) (F = 8.4, p < .05). 
Younger teachers had more burnout than older teachers who noticed fewer feelings of 
burnout than younger teachers. 
There was no significant differences between gender and level of burnout (emotional 
exhaustion) (F = 3.15, p > .05), meaning that level of burnout (emotional exhaustion) of 
kindergarten teachers showed no difference in male and female. 
In addition, kindergarten teachers' educational level had a positive significant correlation 
with levels of burnout (emotional exhaustion) (F = 3.39, p < .05). Furthermore, 
kindergarten teachers' religious category had a positive significant correlation with level 
of burnout (emotional exhaustion) (F =3.97 p < .05). The Catholic kindergarten teachers 
were more likely to reach a higher level of exhaustion than the other groups. 
As for kindergarten teachers' marital status, there was a positive significant correlation 
with level of burnout (emotional exhaustion) (F = 19.60, p < .05). Married teachers are 
less exhausted than non-married teachers. 
Depersonalization 
Based on the analysis of the kindergarten teachers' demographic characteristics 
with level of burnout (depersonalization), the findings are quite the same as the level of 
burnout (emotional exhaustion). Kindergarten teachers' age (F= 5.49, p < .05), 
educational level (F = 2.77, p < .05), religious category (F =2.48, p < .05,) marital status 
(F = 8.01, p < .05).had significant correlation with levels of burnout (depersonalization). 
Demographic factors of gender also had no relationship with level of burnout 
(depersonalization) (F = 0.46, p > .05). 
Personal Accomplishment 
When the kindergarten teachers' demographic characteristics were analyzed with 
level of burnout (personal accomplishment), the findings are also the same as the level of 
burnout (emotional exhaustion). Kindergarten teachers' age (F= 2.96, p < .05), 
educational level (Bachelor's degree) (F = 12.78, p < .05), religious category (Catholic) 
(F =3.81, p < .05,) marital status (F = 13.24, p < .05).had significant correlation with 
level of burnout (personal accomplishment). Demographic factors of gender also had no 
relationship with level of burnout (personal accomplishment) (F = 0.00, p > .05). 
Stress 
An analysis of the data indicated that kindergarten teachers' age was significantly 
positive in association with stress (F = 10.16, p=0.000 < .05). Younger teachers 
presented much higher levels of stress from their teaching. 
There was no significant differences between gender and stress (F = 0.57, 
p=0.479 > .05), meaning that the stress of kindergarten teachers showed no difference in 
male and female. 
In addition, kindergarten teachers' educational level significantly positive in 
association with stress (F  = 0.33, p=0.010 < .05). Kindergarten teachers with high 
school level were more likely to suffer from stress. 
Furthermore, kindergarten teachers' religious category had a positive significant 
correlation with stress ( F  =2.89,p=0.045< .05). The Catholic kindergarten teachers were 
more likely to reach a higher level of stress than the other groups. 
As for kindergarten teachers' marital status, there was a positive significant 
correlation with stress (F = 0.56, p=0.032 < .05). Married teachers were less stressed 
than non-married teachers. 
Self-EfJcacy 
An analysis of the data indicated that kindergarten teachers' age was significantly 
positive in association with levels of self-efficacy (F = 9.14,p=0.000 < .05). The finding 
was consistent with the current literature (Lau et al., 2005). The age range from fifty to 
fifty-four teachers presented much higher levels of self-efficacy than the other age groups. 
There was no significant differences between gender and self-efficacy (F = 1.67, 
p=0.403 > .05), meaning that the self-efficacy of kindergarten teachers showed no 
difference in male and female. 
In addition, kindergarten teachers' educational level had significantly positive 
differences with self-efficacy ( F  = 1.06, p=0.029 < .05). The higher educational degree 
the kindergarten teachers had, the higher level of self-efficacy they reached. 
Furthermore, kindergarten teachers' religious category had no significant 
correlation with self-efficacy (F =1.48, p=0.23 1 >.05). That means that the self-efficacy 
of kindergarten teachers showed no difference in religious beliefs. 
As for kindergarten teachers' marital status, there was a positive significant 
correlation with self-efficacy (F  = 13.25, p=0.000 < .05). Married teachers expressed 
higher level of self-efficacy than non-married teachers. 
Intention to Leave 
An analysis of the data indicated that kindergarten teachers' age was significantly 
positive in association with intention to leave (F  = 5.07, p=0.000 < .05). Younger 
teachers presented much higher levels of emotional exhaustion, especially if they were 30 
years old and below. Moreover, they have strong feelings about leaving teaching. 
There was no significant differences between gender and intention to leave 
(F  = 5.75, p=0.092 > .05), meaning that the intention to leave of kindergarten teachers 
showed no difference in male and female. 
In addition, kindergarten teachers' educational level did not have relationship 
with intention to leave (F  = 1.46, p=0.496 > .05). That means the intention to leave of 
kindergarten teachers showed no difference in kindergarten teachers' educational level. 
Furthermore, kindergarten teachers' religious category had a positive significant 
correlation with intention to leave (F =4.12, p=0.020< .05). The Catholic kindergarten 
teachers were more likely to reach a higher level of intention to leave than the other 
groups. Then they would intend to leave teaching. 
As for kindergarten teachers' marital status, there was a positive significant correlation 
with level of intention to leave (F = 8.30, p=0.009 < .05). Married teachers were less 
exhausted than non-married teachers. Single teachers were the most likely to leave 
teaching. 
The following is Question 3: 
Q3.Are there significant relationships between Taiwanese kindergarten teachers' 
job stress, self-efficacy, levels of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment), and intention to leave 
according to their work profiles (working hours, salary satisfaction, and total 
years of teaching experience)? 
The work profiles of kindergarten teachers included total years of teaching 
experience, total numbers of working hours and salary satisfaction. The final mailed- 
back sample consisted of 508 kindergarten teachers. In this sample, of the kindergarten 
teachers, 24% had four to seven years working experience. The second largest working 
experience group was one to three years (21.9%). Over one-half of them worked less 
than 30 hours per week (58.5%) and 12.4 % of them worked 50 to 54 hours per week. 
The findings indicate that most of the kindergarten teachers did not need to pay as 
much attention to student's academic achievement as the other grade teachers. The 
largest monthly payment group of kindergarten teachers was under NT$ 25,000 ($850), 
accounting for 72.4 % of the total sample. The second largest age group was between 
NT$ 25,000 ($850) and NT$ 30,000 ($1,000), comprising 17.3 % of the total sample. 
Findings showed that 30.8% of kindergarten teachers agree slightly for their monthly 
payment. The second largest group of kindergarten teachers (24.4 %) disagreed 
moderately for their monthly payment. 
Emotional Exhaustion 
An analysis of the data indicated that kindergarten teachers' total years of 
teaching experience was significantly positive in association with levels of burnout 
(emotional exhaustion) (F = 7.91, p < .05). Less experienced teachers, especially those 
teaching less than 5 years, expressed the strongest feelings of burnout and tended to leave 
teaching. 
In addition, there was no significant correlation between kindergarten teachers' 
total numbers of working hours and level of burnout (emotional exhaustion) (F = 1.39, 
p >.05), meaning that total numbers of working hours of kindergarten teachers showed no 
difference in the level of burnout (emotional exhaustion). 
Furthermore, kindergarten teachers' salary satisfaction had a positive significant 
correlation with levels of burnout (emotional exhaustion) (F =14.40, p < .05). Teachers 
with lower salaries were more likely to leave teaching. 
Depersonalization 
Based on the analysis of the kindergarten teachers' demographic characteristics 
with level of burnout (depersonalization), the findings are quite the same as the level of 
burnout (emotional exhaustion). Kindergarten teachers' total years of teaching 
experience (F= 5.50, p < .05), salary satisfaction (F =5.82, p < .05,) had significant 
correlation with levels of burnout (depersonalization). Work profiles factors of total 
numbers of working hours also had no relationship with level of burnout 
(depersonalization) ( F  = 1.90, p > .05). 
Personal Accomplkhment 
When the kindergarten teachers' demographic characteristics were analyzed with 
level of burnout (personal accomplishment), the findings are also the same as the level of 
burnout (emotional exhaustion). Kindergarten teachers' total years of teaching 
experience (F= 5.24, p < .05), total numbers of working hours ( F  = 3.91, p < .05) had 
significant correlation with levels of burnout (personal accomplishment). Work profiles 
factors of salary satisfaction had no relationship with level of burnout (personal 
accomplishment) ( F  =0.97, p > .05). 
Stress 
An analysis of the data indicated that kindergarten teachers' total years of 
teaching experience were significantly positive in association with stress ( F  = 8.12, 
p=0.000 < .05). Novice teachers were more likely to perceive stress. 
There were significant differences between total numbers of working hours and 
stress ( F  = 0.62, p=0.000 < .05). Kindergarten teachers who worked thirty hours per 
week perceived higher stress. 
Work profiles factors of salary satisfaction was significantly positive in 
association with stress (F = 7.97, p=0.002 < .05). Teachers felt unfair far the amount of 
their work. 
Self-Efficacy 
An analysis of the data indicated that kindergarten teachers' total years of 
teaching experience were significantly positive in association with self-efficacy (F = 
11.79, p=0.000 < .05). Kindergarten teachers with ten to twelve years experience 
expressed the strongest feelings of self-efficacy. 
There was no significant differences between total numbers of working hours and 
self-efficacy (F = 2.08, p=0.210 > .05), meaning that the self-efficacy of kindergarten 
teachers showed no difference in total numbers of working hours. 
Work profile factors of salary satisfaction were significantly positive in 
association with level of intention to leave (F = 4.10, p=0.000 < .05). The finding was 
teachers who agreed with their monthly payment perceived higher level of self efficacy. 
Intention to Leave 
An analysis of the data indicated that kindergarten teachers' total years of 
teaching experience was significantly positive in association with intention to leave (F = 
4.32, p=0.007 < .05). Less experienced teachers expressed the strongest feelings of 
burnout and tended to leave teaching. 
There was no significant difference between total numbers of working hours and 
intention to leave (F = 2.38, p=0.092 > .05), meaning that the intention to leave of 
kindergarten teachers showed no difference in total numbers of working hours. 
Work profile factors of salary satisfaction were significantly positive in association with 
level of intention to leave (F = 13.04, p=0.000 < .05). Teachers with lower salaries were 
more likely to leave teaching. 
Research Hypotheses 
To answer Hypothesis 1, multiple regression was used to examine the significant 
explanatory relationships among demographic characteristics (marital status, gender, age, 
educational level, and religious category), work profile (total numbers of working hours, 
salary satisfaction, total years of teaching experience), job stress, self-efficacy and the 
dependent variable of levels of burnout including: levels of emotional exhaustion 
(Hypothesis la), levels of depersonalization (Hypothesis lb), and levels of personal 
accomplishment (Hypothesis lc). 
The followings are H 1 : 
H1 .Taiwanese kindergarten teachers' demographic characteristics (gender, marital 
status, age, educational level, and religious category), work profiles (working 
hours, salary satisfactory, and total years of teaching experience), job stress 
(perceived stress), and self-efficacy, are significant explanatory variables of 
levels of burnout. 
la. Taiwanese kindergarten teachers' demographic characteristics (gender, 
marital status, age, educational level, and religious category), work 
profiles (working hours, salary satisfaction, and total years of teaching 
experience), job stress, and self-efficacy are significant explanatory 
variables of levels of emotional exhaustion. 
lb. Taiwanese kindergarten teachers' demographic characteristics (gender, 
marital status, age, educational level, and religious category), work 
profiles (working hours, salary satisfaction, and total years of teaching 
experience), job stress, and self-efficacy are significant explanatory 
variables of levels of depersonalization. 
lc. Taiwanese kindergarten teachers' demographic characteristics (gender, 
marital status, age, educational level, and religious category), work 
profiles (working hours, salary satisfaction, and total years of teaching 
experience), job stress, and self-efficacy, are significant explanatory 
variables of level of personal accomplishment. 
Table 4-12 presents means and standard deviations of Taiwanese kindergarten 
teachers' age for the three dimensions of burnout (emotional exhaustion, depersonalization, 
and personal accomplishment) 
Table 4-12 
Regression of SigniJicant Differences of Kindergarten Teachers' Age to Burnout 
1. 20-24 year old 2. 25-29 year old 3. 30-34 year old 
(n=121) (n=137) (n=94) 
Std' Sort Mean Std. Mean Deviation Std. Sort Deviation 'Ort Mean Deviation 
Emotional 
Exhaustion. 3.74 1.34 1 3.39 1.14 I 3.25 1.24 1 
Depersonalization 2.90 1.25 3 2.55 1.11 3 2.21 1.11 3 
Personal 
Accomplishment. 3.10 1.31 2 3.25 1.50 2 3.13 1.45 2 
*P< .05 
Table 4-12 (continued) 
Regression of Significant Dzffeerences of Kindergarten Teachers' Age to Burnout 
4. 35-39 year old 5. 40-44 year old 6. 45-49 year old 
(n=8 6) (n=42) (n=24) 
Mean Std. Std' Sort Mean Deviation 'Ort Mean Deviation Std. Sort Deviation 
Emotional 
Exhaustion. 2.98 1.11 1 2.49 1.00 1 2.31 1.11 2 
Depersonalization 2.26 1 .Ol 3 1.87 0.91 3 2.16 0.94 3 
Personal 
Accomplishment. 2.76 1.58 2 2.48 1.38 2 2.38 1.32 1 
Table 4-12 (continued) 
Regression of Signzjkant Differences of Kindergarten Teachers 'Age to Burnout 
7. 50-54 year old 8. 55-59 year old 9. over 60year old 
(n=4) (n=O) (n=O) 
Std. Std. Sort Std' Sort Mean Sort Mean Deviation Mean Deviation 
Emotional 
Exhaustion. 1.89 0.70 2 0 0 0 2.31 1.11 2 
Depersonalization 1.65 0.8 1 3 0 0 0 2.16 0.94 3 
Personal 
Accomplishment. 1.94 1.21 1 0 0 0 2.38 1.32 1 
*P< .05 
Table 4- 12 (continued) 
Regression of Significant Differences of Kindergarten Teachers' Age to Burnout 
F Post hoc Comparison 
Emotional 8.40* 1>4,1>5,1>6,1>7 Exhaustion. 2>5,2>6,3>5,3>6 
Depersonalization 5.49* 1>3,1>4,1>5,2>5 
Personal 2.96 -- Accomplishment. 
Wilks' h=0.827 P=0.000* 
*PC .05 
This research results found the following: 
1. The age range from 20 to 24 was the peak of teacher burnout. 
2. Teachers in the 20 to 24 year old age group were most likely to feel emotional 
exhaustion than teachers who were 34 to 54 year old. Teachers who were 25 to 34 year 
old presented more emotional exhaustion than teachers in the 40 to 49 year old. 
3. Teachers in the 20 to 24 year old age group expressed more depersonalization than 
teachers who were 40 to 44 year old. Teachers who were 25 to 29 year old felt higher 
levels of depersonalization than teachers in the 40 to 44 year old. 
4. There were significant differences between teachers' age, emotional exhaustion and 
depersonalization. 
5. There was no significant difference between personal accomplishment and age 
(P> .05). Then the procedure to run post hoc comparisons to investigate hypothesis 
involving means of individual groups or sets of groups was brought to an end. 
Table 4-13 presents means and standard deviations of Taiwanese kindergarten 
teachers' gender for the three dimensions of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment) 
Table 4- 13 
Regression of SigniJicant Differences of Kindergarten Teachers' Gender to Burnout 
1. Male (n= 14) 2. Female (n=494) Post hoc 
Mean Std. Std. Sort Mean Deviation Comparison Deviation 
Emotional 2.58 1.54 2 3.23 1.24 1 3.15 -- Exhaustion. 
Depersonalization 2.20 1.34 3 2.43 1.14 3 0.46 -- 
Personal 3.01 1.91 1 3.00 1.46 2 0.00 -- Accomplishment. 
Wilks' h=0.993 P=0.384 
*P< .05 
This research results found the following: 
1. Female teachers perceived higher levels of burnout than male teachers; 
2. Due to the P value is 0.384 > 0.05, gender did not reveal significant differences in 
kindergarten teachers' burnout. 
Table 4-14 presents means and standard deviations of Taiwanese kindergarten 
teachers' educational level for the three dimensions of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment). 
Table 4- 14 
Regression of SigniJicant Dzfferences of Kindergarten Teachers' Educational Level to Burnout 
1.High School's Degree 2.College's Degree 3,  Bachelor,s Degree (Professional School) (Technology Institute) (n=301) (n=5 7) (n= 146) 
Stdo Sort Mean Mean Deviation Std' Sort Mean Deviation Std. Sort Deviation 
Emotional 
Exhaustion. 2.94 1.43 2 3.07 1.08 2 3.34 1.28 1 
Depersonalization 2.69 1.3 1 3 2.53 1.17 3 2.33 1.09 3 
Personal 
Accomplishment. 3.72 1.59 1 3.34 1.59 1 2.71 1.30 2 
*P<0.05 
Table 4- 14 (continued) 
Regression of Signijkant DifSerences of Kindergarten Teachers' Educational Level to Burnout 
4.Master's Degree(or Higher) 
(n=2) Post hoc 
Std. ~ornparison Mean Sort Deviation 
Emotional 1.94 0.39 1 3.39* -- Exhaustion. 
Depersonalization 1.40 0.28 2 2.77* -- 
Personal 
Accomplishment. 1.31 0.09 3 12.78* 1>3,2>3 
Wilks' h=0.881 P=0.000* 
*P<0.05 
This research results found the following: 
1. There was statistically significant relationship between kindergarten teachers' level of 
education and personal accomplishment. 
2. High school (Professional School) level of kindergarten teachers felt less personal 
accomplishment than the other groups 
Table 4-15 presents means and standard deviations of Taiwanese kindergarten 
teachers' religious category for the three dimensions of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment). 
Table 4-1 5 
Regression of SigniJicant Dzfferences of Kindergarten Teachers ' Religious Category to Burnout 
1. Buddhist (n=277) 2. Catholic (n=14) 3. Protestants(n=39) 
Std. Std. Sort Std' Sort Mean Deviation Sort Mean Deviation Mean Deviation 
Emotional 
Exhaustion. 3.30 1.21 1 2.60 0.94 2 2.68 0.99 1 
Depersonalization 2.5 1 1.18 3 2.39 1.16 3 1.96 0.87 3 
Personal 
Accomplishment. 2.93 1.28 2 3.63 1.78 1 2.38 1.16 2 
Table 4-1 5 (continued) 
Regression of SigniJicant Dzfferences of Kindergarten Teachers' Religious Category to Burnout 
4. others (n=l76) Post hoc Std. Sort Comparison Mean Deviation 
Emotional 
Exhaustion. 3.30 1.21 1 3.97* 1>3,4>3 
Depersonalization 2.5 1 1.18 3 2.48* 4>3 
Personal 
Accomplishment 2.93 1.28 2 3.81" 1>3,2>3 
Wilks' h=0.95 1 P=0.003* 
This research results found the following: 
1. Buddhist kindergarten teachers perceived more emotional exhaustion than Protestant 
teachers 
2. Buddhist and Catholic kindergarten teachers felt higher level of personal 
accomplishment than Protestant teachers. 
3. There were significant differences between Taiwanese kindergarten teachers' religious 
category, emotional exhaustion, depersonalization, and personal accomplishment. 
Table 4-16 presents means and standard deviations of Taiwanese kindergarten 
teachers' marital status for the three dimensions of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment) 
Table 4- 16 
Regression of Significant Dzfferences of Kindergayten Teachers' Marital Status to Burnout 
1. Married (n=203) 2. Single (n=303) Post hoc 
Std. Sort Mean Std. Sort  omp par is on Mean Deviation Deviation 
Emotional 
Exhaustion. 2.92 1.18 2 3.41 1.26 1 19.60* 2> 1 
Depersonalizatio 
n 
2.25 1.06 3 2.54 1.19 3 8.01* 2> 1 
Personal 2.97 1.54 I 3.02 1.42 2 0.16 -- Accomplishment 
Wilks' h=0.962 P=0.000* 
*P<O.05 
This research results found the following: 
1. Married teachers perceived less exhausted, experienced less depersonalization than 
non-married teachers. 
2. There were significant differences among marital status of kindergarten teachers, 
emotional exhaustion and depersonalization (P < 0.05). 
Table 4-17 presents means and standard deviations of Taiwanese kindergarten 
teachers' teaching experience (teaching years) for the three dimensions of burnout 
(emotional exhaustion, depersonalization, and personal accomplishment) 
Table 4-17 
Regression of SigniJicant Dzfferences of Kindergarten Teachers 'Teaching Experience to Burnout 
1. Less than 
one year (n=62) 2. 1-3 years (n=l l l )  3. 4-7years (n=122) 
Mean Std' Sort Mean Deviation Std' Sort Mean Deviation Std. Sort Deviation 
Emotional 
Exhaustion. 3.83 1.27 1 3.35 1.20 1 3.20 1.18 2 
Depersonalization 2.96 1.30 3 2.53 1.10 3 2.44 1.16 3 
Personal 
Accomolishment. 3.12 1.23 2 3.05 1.38 2 3.30 1.48 1 
Table 4- 1 7 (continued) 
Regression of Significant Differences of Kindergarten Teachers 'Teaching Experience to Burnout 
4. 8-10 years (n=96) 5. 10-12years (n=22) 6. 13-15years (n=38) 
Std. Std. Sor Std. Mean Deviation Mean Deviation t Mean Deviatio Sort 
n 
Emotional 
Exhaustion. 3.21 1.13 2 3.59 1.51 1 2.76 1.35 1 
Depersonalization 2.41 1.08 3 2.35 1.07 3 2.04 1.15 3 
Personal 
Accomplishment. 3.23 1.56 1 2.78 1.62 2 2.19 1.10 2 
*P<0.05 
Table 4-1 7 (continued) 
Regression of Signijkant Differences of Kindergarten Teachers' Teaching Experience to Burnout 
7. More than 
15 years (n=57) F Post hoc Comparison 
Mean Std. Deviation Sort 
1>3,1>4,1>6 
Emotional 
Exhaustion. 2.46 1.04 2 7.91" 1>7,2>7,3>7 
4>7,5>7 
Depersonalization 1.89 0.84 3 5.50" 
Personal 2.38 1.53 1 5.24* 1>6,2>6,3>6 Accomplishment 3>7,4>6,4>7 
Wilks' A=0.843 P=0.000* 
This research results found the following: 
1. Teachers with fewer years of teaching experience suffered from much more burnout, 
especially those with one year teaching experience; 
2. Teachers with ten years and less teaching experience suffered from much more reduced 
personal accomplishment than teachers with 13 to 15 years teaching experience. 
3. For the three dimensions of burnout, the overall F values were all significant (P < 0.5). 
There were significant differences among Taiwanese kindergarten teachers' teaching 
experience (teaching years), emotional exhaustion, depersonalization, and personal 
accomplishment. 
Table 4-18 presents means and standard deviations of Taiwanese kindergarten 
teachers' working hours for the three dimensions of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment) 
Table 4-1 8 
Regression of Signijicant Dijierences of Kindergarten Teachers' Working Hours to Burnout 
1. Less than 30 hours 2. 30-34 hours 3. 35-39 hours 
(n=297) (n=O) (n=5) 
Mean Std. Std. Std. Sort Sort Mean Deviation Sort Mean Deviation Deviation 
Emotional 
Exhaustion. 3.30 1.23 1 0 0 0 3.58 0.80 1 
Depersonalization 2.55 1.24 3 0 0 0 2.48 0.67 2 
Personal 
Accomplishment. 3.18 1.50 2 0 0 0 2.33 0.47 3 
*P< 0.05 
Table 4- 18 (continued) 
Regression of Significant Drferences of Kindergarten Teachers' Working Hours to Burnout 
4. 40-44 hours 5. 45-49 hours 6. 50-54 hours 
(n=5 1) (n=27) (n=63) 
Std. Sort Mean Std. Mean Deviation Deviation Std. Sort Sort Mean Deviation 
Emotional 
Exhaustion. 3.00 1.06 2 2.98 1.36 1 2.98 1.39 1 
Depersonalization 2.10 0.8 1 3 2.53 1.17 3 2.14 0.92 3 
Personal 
Accomplishment. 3.40 1.70 1 2.73 1.39 2 2.66 1.29 2 
Table 4-1 8 (continued) 
Regression of Significant Drfferences of Kindergarten Teachers' Working Hours to Burnout 
7. 55-59hours 8. more than 59hours 
(n=9) (n=5 1 ) post hoc 
Std. Std. comparison 
Mean Deviation Mean Deviation Sort 
Emotional 2.62 0.64 1 3.41 1.38 1 1.39 -- Exhaustion. 
Depersonalization 1.93 0.77 2 2.39 1.07 3 1.90 -- 
Personal 
Accomplishment. 1.85 0.83 3 2.45 1.15 2 3.91* 1>8,4>8 
Wilks' k0.913 P=0.002* 
*P<0.05 
This research results found the following: 
1. Teachers working 35 to 39 hours per week felt more reduced personal accomplishment 
than the other groups. 
2. There was significant difference between Taiwanese kindergarten teachers' working 
hours and personal accomplishment (P < 0.5). 
Table 4-19 presents means and standard deviations of Taiwanese kindergarten 
teachers' monthly payment for the three dimensions of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment). 
Table 4- 19 
Regression of Significant Dijerences of Kindergarten Teachers 'Monthly Payment to Burnout 
1.Less than NT$25.000 2. NT$25.000-30,000 3.NT$30,001-35,000 
(Less than $850) ($850-$l,000j ($1,000-$1,150) 
(n=368) (n=88) (n= 1 6) 
Mean Std. Sort Mean Deviation Std' Sort Mean Deviation Std. Sort Deviation 
Emotional 
Exhaustion 3.43 1.23 1 2.59 1.19 2 2.84 1.11 1 
Depersonalization 2.57 1.17 3 2.06 1.01 3 1.91 0.56 3 
Personal 
Accomplishment 3.20 1.44 2 2.60 1.44 1 2.30 1.30 2 
*P< 0.05 
Table 4- 19 (continued) 
Regression of Significant Dzfferences of Kindergarten Teachers' Monthly Payment to Burnout 
4. NT$35,001 - 40,000 5. NT$40,001-45,000 6. NT$45,001 - 50,000 
(n=13) (n=5) (n=6) 
Std. Mean Std' Sort Mean Deviation Sort Mean Deviation Std' sort Deviation 
Emotional 
Exhaustion 2.53 0.89 1 2.76 0.77 1 2.65 1.16 1 
Depersonalization 1.98 1.00 3 2.12 0.46 3 2.27 1.37 2 
Personal 
Accomplishment 2.47 1.79 2 2.18 1.61 2 1.98 1.03 3 
Table 4-1 9 (continued) 
Regression of Signijicant Differences of Kindergarten Teachers' Monthly Payment to Burnout 
6. more than NT$50,001 
(more than $1,600) 
(n=4) F Post hoc Comparison 
, , 
Std. 
Mean Deviation Sort 
Emotional 3.14 1.84 1 6.46 Exhaustion * 1 >2 
Depersonalization 2.25 2.37 2 * 1 >2 3.61 
Personal 1.53 0.71 3 4.01 Accom~lishment * 1 >2 
Wilks' h=0.852 P=0.000* 
This research results found the following: 
1. Teachers with NT$ 25,000 ($850) monthly payment perceived symptoms of burnout 
more than the other groups. 
2. There were significant differences between Taiwanese kindergarten teachers' monthly 
payment salary, emotional exhaustion, depersonalization, and personal accomplishment. 
Table 4-20 presents means and standard deviations of Taiwanese kindergarten 
teachers' salary satisfactory for the three dimensions of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment). 
Table 4-20 
Regression of Significant Dzfferences of Kindergarten Teachers 'Salary Satisfactory to Burnout 
1. Disagree very much 2. Disagree moderately 3. Disagree slightly 
( n=53) (n= 1 24) (n=5 6) 
Std. Std. Sort Mean Mean Deviation 'Ort Mean Deviation Std. Sort Deviation 
Emotional 
Exhaustion 4.03 1.26 1 3.61 1.24 1 3.32 1.24 1 
Depersonalization 3.12 1.25 3 2.49 1.19 3 2.50 1.18 3 
Personal 
Accomplishment 3.23 1.28 2 2.92 1.36 2 2.99 1.33 2 
*P< 0.05 
Table 4-20 (continued) 
Regression of SigniJicant Dzfferences of Kindergarten Teachers' Salary Satisfactory to Burnout 
4. Agree slightly 5. Agree moderately 7. Agree very much 
(n= 1 5 7) (n=103) (n=15) 
Std' Sort Mean Std. Mean Deviation Std. Sort Deviation 'Ort Mean Deviation 
Emotional 
Exhaustion 2.99 1.07 2 2.75 1.15 2 2.25 1.21 3 
Depersonalization 2.26 1.02 3 2.20 1.00 3 2.32 1.52 2 
Personal 
Accomplishment 3.00 1.48 1 3.09 1.76 1 2.36 1.04 1 
*P<0.05 
Table 4-20 (continued) 
Regression ofSignij?cant Differences of Kindergarten Teachers' Salary Satisfactory to Burnout 
F Post hoc Comparison 
Emotional 
Exhaustion 14.40" 
Depersonalization 5.82* 
Personal 0.97 -- Accomplishment 
I Wilks' h=0.852 P=0.000* 
*P<0.05 
This research results found the following: 
I. Teachers who felt they received an unfair amount for their work they did (group of 
"Disagree very much") reach the higher level of emotional exhaustion and 
depersonalization. 
2. There were significant differences between Taiwanese kindergarten teachers' salary 
satisfactory, emotional exhaustion, and depersonalization. 
To answer Hypothesis 2, multiple regression was used to examine explanatory 
relationships between demographic characteristics, work profiles, job stress, self-efficacy, 
levels of burnout and kindergarten teachers' intention to leave (Hypothesis 2). 
The following is H2: 
H2.Taiwanese kindergarten teachers' demographic characteristics (gender, marital 
status, age, educational level, and religious category), work profiles (working 
hours, salary satisfactory, total years of teaching experience), job stress, self- 
efficacy, and levels of burnout (emotional exhaustion, depersonalization, and 
personal accomplishment), are significant explanatory variables of intention to 
leave. 
Table 4-21 presents means and standard deviations of Taiwanese kindergarten 
teachers' age for the intention to leave. 
Table 4-2 1 
Regression of SigniJcant D~fferences of Kindergarten Teachers 'Age  to Intention to Leave 
1. 20-24 year old 2. 25-29 year old 3. 30-34 year old 
(n=121) (n= 1 3 7) (n=94) 
Mean Std. Std' Sort Mean Deviation 'Ort Mean Deviation Std. Sort Deviation 
Intention to Leave 1 2.94 1.21 3 2.56 1.13 3 2.37 0.94 3 
Intention to Leave 2 3.46 1.19 1 3.33 1.29 1 2.96 1.36 1 
Intention to Leave 3 3.14 1.21 2 2.82 1.27 2 2.47 1.15 2 
Average 3.18 0.97 2.9 1 1 .OO 2.60 0.90 
*P< .05 
Table 4-2 1 (continued) 
Regression of SigniJcant Differences of Kindergarten Teachers 'Age to Intention to Leave 
4. 35-39 year old 5. 40-44 year old 6. 45-49 year old 
(n=86) (n=42) (n=24) 
Std. Std. Sort Std' Sort Mean Deviation Sort Mean Deviation Mean Deviation 
Intention to Leave 1 2.48 1.14 3 2.02 1 .OO 3 2.17 1.13 3 
Intention to Leave 2 3.29 1.48 1 2.90 1.32 1 2.50 1.47 2 
Intention to Leave 3 2.56 1.30 2 2.52 1.53 2 2.75 1.45 1 
Averaee 2.78 1.01 2.48 1.02 2.47 1.20 
Table 4-2 1 (continued) 
Regression of SigniJicant D~fferences of Kindergarten Teachers' Age to Intention to Leave 
7. 50-54 year old 8. 55-59 year old 9. over 60year old 
~ t d .  Std. sort  Std Sort Mean Deviation Sort Mean Deviation Mean Deviation 
Intention to Leave 1 1 .OO 0.00 2 0 0 0 0 0 0 
Intention to Leave 2 2.00 2.00 1 0 0 0 0 0 0 
Table 4-2 1 (continued) 
Regression of SigniJicant Differences of Kindergarten Teachers 'Age to Intention to Leave 
F Post hoc Comparison 
Intention to Leave 1 4.82* 2>4,2>6,2>7,2>8 
Intention to Leave 2 2.98* 2>7 
Intention to Leave 3 3.49* 3>4,3>8 
5.07* 2>4,2>6,2>7 Average 2>8,3>8 
Wilks' h=0.897 P=0.000* 
*P< .05 
This research results found the following: 
1. Teachers with age range from 20 to24 had more intention to leave teaching. 
2. There was significant differences between teachers' age, and intention to leave 
\ Table 4-22 presents means and standard deviations of Taiwanese kindergarten 
teachers' gender for the intention to leave. 
Table 4-22 
Regression of Signzjkant Differences o f  Kindergarten Teachers' Gender to Intention to 
Leave 
1 . Male (n=14) 2. Female (n=494) Post hoc 
Mean Std. Sort Mean Std' sort comparison Deviation Deviation 
Intention to Leave 1 1.92 0.99 2 2.5 1 1.13 3 3.28 -- 
Intention to Leave 2 2.58 1.73 1 3.19 1.34 1 2.34 -- 
Intention to Leave 3 1.83 1.03 3 2.74 1.29 2 5.90 -- 
Average 2.1 I 1.11 2.82 I .OO 5.75 -- 
Wilks' h=0.987 P=0.092 
*P<O.OS 
This research results found the following: 
1. Female teachers perceived higher levels of intention to leave than male teachers; 
2. Due to the P value is 0.092 > 0.05, gender is no direct influence on kindergarten 
teachers' intention to leave. 
Table 4-23 presents means and standard deviations of Taiwanese kindergarten 
teachers' educational level for the intention to leave. 
Table 4-23 
Regression of Significant Dzfferences of Kindergarten Teachers' Educational Level to 
Intention to Leave 
1.High School Degree 2.College's Degree 3 .Bachelor's (Professional School) (Technology Institute) De)egree(n=301) 
(n=S7) (n= 146) 
Std. Mea Std. 
Mean Deviation 
Std. Sort 
n Deviation Mean Deviation 
Intention to Leave 1 2.47 1.10 3 2.38 1.08 2 2.57 1.16 3 
Intention to Leave 2 3.30 1.38 1 3.03 1.45 1 3.23 1.31 1 
Intention to Leave 3 2.84 1.36 2 2.66 1.26 3 2.74 1.30 2 
Average 2.87 1 .OO 2.69 0.99 2.84 1.02 
*P<O.OS 
Table 4-23 (continued) 
Regression of Significant Differences of Kindergarten Teachers' Educational Level to 
Intention to Leave 
4.Master's Degree(or Higher) 
(n=2) l7 post hoc \ ,  
Std. Comparison 
Mean Deviation Sort 
Intention to Leave 1 1.50 0.71 2 1.41 -- 
Intention to Leave 2 2.50 0.71 I 1.04 -- 
Intention to Leave 3 1.50 0.71 2 0.87 -- 
Average 1.83 0.24 1.46 -- 
Wilks' h=0.983 P=0.496 
*P<0.05 
This research results found the following: 
1. High school (Professional school) level of kindergarten teachers reached the higher 
level of intention to leave than the other groups 
2. There were no significant differences between the level of education of kindergarten 
teachers and intention to leave (P > 0.05). 
Table 4-24 presents means and standard deviations of Taiwanese kindergarten 
teachers' religious category for the intention to leave. 
I 
Table 4-24 
Regression of Signijcant Differences of Kindergarten Teachers' Religious Category to 
< 
Intention to Leave 
1. Buddhist (n=277) 2. Catholic (n=14) 3. Protestants(n=39) 
Std. Std. Sort Sort Mean Deviation Sort Mean Deviation Mean Deviation 
Intention to Leave 1 2.5 1 1.15 3 2.36 1.34 3 2.15 1.06 3 
Intention to Leave 2 3.22 1.32 1 3.79 1.19 1 2.46 1.29 1 
Intention to Leave 3 2.75 1.30 2 2.79 1.42 2 2.18 1.25 2 
Average 2.83 0.99 2.98 1.08 2.26 1.00 
i *P<0.05 
Table 4-24 (continued) 
Regression of Significant Differences of Kindergarten Teachers' Religious Category to 
Intention to Leave 
4. others (n=l76) 
Std. F Post hoc Comparison Mean Deviation Sort 
Intention to Leave 1 2.57 1.09 3 1.55 -- 
Intention to Leave 2 3.21 1.39 1 4.79* 1>3,2>3,4>3 
Intention to Leave 3 2.79 1.26 2 2.55" 1>3,2>3 
Average 2.86 1.02 4.12* 1>3,2>3 
Wilks' h=0.961 P=0.020* 
*P<O.05 
This research results found the following: 
1. Catholic kindergarten teachers perceived higher level of intention to leave than the 
other groups. 
2. There were significant differences between Taiwanese kindergarten teachers' religious 
I 
category and intention to leave. 
Table 4-25 presents means and standard deviations of Taiwanese kindergarten 
teachers' marital status for the intention to leave. 
Table 4-25 
Regression of Significant Differences of Kindergarten Teachers' Marital Status to 
Intention to Leave 
1. Married (n=203) 2. Single (n=303) Post hoc 
Mea Std. Sort Mean Std. Sort comparison 
n Deviation Deviation 
Intention to Leave 1 2.30 1.04 3 2.64 1.17 3 11.29* 2> 1 
Intention to Leave 2 3.10 1.42 1 3.22 1.31 1 0.92 -- 
Intention to Leave 3 2.53 1.31 2 2.85 1.27 2 7.94* 2> I 
Average 2.64 1 .OO 2.90 1.01 8.30* 2> 1 
Wilks' h=0.977 P=0.009* 
This research results found the following: 
1. Non-married teachers expressed more intention to leave teaching than married teachers. 
2. There were significant differences between marital status of kindergarten teachers and 
intention to leave (P < 0.05). 
Table 4-26 presents means and standard deviations of Taiwanese kindergarten 
teachers' teaching experience (teaching years) for the intention to leave. 
Table 4-26 
Regression of Signzjicant Differences of Kindergarten Teachers 'Teaching Experience to 
Intention to Leave 
1. Less than one year 2. 1-3 years (n=l 1 1) 3. 4-7years (n=122) 
Intention to Leave 2 3.47 1.21 1 3.24 1.25 1 3.21 1.37 1 
Intention to Leave 3 3.21 1.27 2 2.90 1.22 2 2.71 1.19 2 
Average 3.20 1.01 2.93 0.95 2.82 1.00 
*P<0.05 
Table 4-26 (continued) 
Regression of Significant Dzfferences of Kindergarten Teachers' Teaching Experience to 
Intention to Leave 
4. 8-10 years (n=96) 5. 10-12years (n=22) 6. 13-15years (n=38) 
Std. Sor Std. Mean Std' Sort Mean Deviation Deviation t Mean Deviatio Sort 
n 
Intention to 
Leave 1 2.38 1 .OO 3 2.64 1.47 3 2.32 1.11 3 
Intention to 
Leave 2 
Intention to 
Leave 3 
Average 2.73 0.92 2.76 1.08 2.54 1.17 
*P<0.05 
Table 4-26 (continued) 
Regression o f  Significant DtfjTerences of Kindergarten Teachers 'Teaching Experience to 
Intention to Leave 
7. More than 15 years 
(n=5 7) F Post hoc Cornoarison 
- 
Mean Std. Deviation Sort 
Intention to Leave 1 1.95 0.95 3 4.73* 1>4,1>7,2>7,3>7 
Intention to Leave 2 2.98 1.48 1 1.17 -- 
Intention to Leave 3 2.19 1.29 2 4.15* 1 >6,1>7,2>7 
Average 2.37 0.98 4.32* 1>4,1>6,1>7,2>7 
Wilks' h=0.93 1 P=0.007* 
*P<0.05 
This research results found the following: 
1. Less experienced teachers, especially those teaching less than one year expressed the 
I 
strongest feelings of intention to leave. 
I 
2. The overall F values were all significant (P < .5). There were significant differences 
between Taiwanese kindergarten teachers' teaching experience (teaching years), and 
intention to leave. 
Table 4-27 presents means and standard deviations of Taiwanese kindergarten 
I teachers' working hours for the intention to leave. 
Table 4-27 
t 
Regression of Signijkant Dzfferences of Kindergarten Teachers' Working Hours to 
I 
Intention to Leave 
1. Less than 30 hours 2. 30-34 hours (n=O) 3. 35-39 hours (n=5) (n=297) 
Std. Std. 
Mean Deviation Std. Sort Sort Mean Deviation Sort Mean Deviation \ Intention to Leave 1 2.58 1.14 3 0 0 0 3.00 1.41 2 
I Intention to Leave 2 3.30 1.37 1 0 0 0 2.40 0.55 3 
Intention to Leave 3 2.85 1.33 2 0 0 0 3.60 0.89 1 
Average 2.91 1.02 0 0 0 3.00 0.67 
*P< 0.05 
Table 4-27 (continued) 
Regression o f  Signijicant Differences of Kindergarten Teachers' Working Hours to 
Intention to Leave 
4.40-44 hours 5.45-49 hours 6. 50-54 hours 
(n=5 1 ) (n=27) (n=63) 
Std. Std. 
Mean Deviation Sort Mean Deviation Std. Sort Mean Deviation 
Intention to Leave 1 2.38 1.19 3 2.19 1.04 3 2.17 0.98 3 
Intention to Leave 2 3.40 1.32 1 2.74 1.26 1 2.95 1.29 I 
Intention to Leave 3 2.66 1.10 2 2.37 1.28 2 2.37 1.26 2 
Average 2.8 1 0.88 2.43 1.05 2.50 0.95 
Table 4-27 (continued) 
, Regression of SigniJicant Differences of Kindergarten Teachers' Working Hours to 
1 
Intention to Leave 
I 
7. 55-59 hours 8. more than 59hours 
(n=9) (n=5 1 ) Post hoc 
! Std. Comparison Std' Sort Mean Mean Deviation Deviation Sort 
Intention to Leave 1 2.33 0.71 2 2.75 1.23 2 2.18* -- 
Intention to Leave 2 3.00 1.12 1 2.94 1.45 I 2.24* -- 
Intention to Leave 3 2.33 0.87 3 2.67 1.32 3 1.97 -- 
Average 2.56 0.65 2.78 1.15 2.38* -- 
Wilks' h=0.926 P=0.1 I 
*P<0.05 
This research results found the following: 
I 
1. Teachers working 35 to 39 hours per week felt higher level of intention to leave than 
the other groups. 
2. There were no significant difference between Taiwanese kindergarten teachers' working 
hours and intention to leave (P > 0.5). 
Table 4-28 presents means and standard deviations of Taiwanese kindergarten 
I teachers' monthly payment for the intention to leave. 
Table 4-28 
Regression of SigniJicant Dzferences of Kindergarten Teachers' Monthly Payment to 
Intention to Leave 
1.Less thanNT$25,000 2. NT$25,000-30,000 3. NT$30,001-35,000 
(Less than $850) ($850-$1,000) ($1,000-$1,150) 
(n=368) (n=8 8) (n= 16) 
Std' Sort Mean Std. Mean Deviation Std. Sort Deviation Mean Deviation 
Intention to Leave 
1 2.67 1.13 3 2.08 1.04 3 2.00 0.97 3 
Intention to Leave 
2 3.3 1 1.28 1 2.66 1.53 1 3.44 1.21 I 
Intention to Leave 
3 2.91 1.27 2 2.19 1.22 2 2.38 1.15 2 
Average 2.96 0.97 2.3 1 1.01 2.60 0.99 
1 *P< 0.05 
1 
1 Table 4-28 (continued) 
Regression of Sign$cant Dzfferences of Kindergarten Teachers 'Monthly Payment to 
I 
1 Intention to Leave 
4. NT$35,001 - 40,000 5. NT$40,001-45,000 6. NT$45,001 - 50,000 
($1,150-$1,300) ($1,300-$1,450) ($1,450-$1,600) 
\ (n= 13) (n=5) (n=6) 
Std' Sort Mean Std' Sort Mean Std. Mean Deviation Deviation Deviation Sort 
Intention to Leave 1 1.69 0.63 3 2.60 0.89 3 1.50 0.55 2 
Intention to Leave 2 3.15 1.41 1 3.60 1.14 1 3.00 1.10 1 
Intention to Leave 3 2.00 0.91 2 3.60 1.34 2 1.33 0.82 3 
Average 2.28 0.79 3.27 0.83 1.94 0.49 
*P<0.05 
Table 4-28 (continued) 
Regression of SigniJicant Dzfferences of Kindergarten Teachers' Monthly Payment to 
Intention to Leave 
7. More than NT$50,00 1 dollars 
(More than $1,600) 
(n=4) F Post hoc Comparison 
Std. 
Mean Deviation Sort 
Intention to Leave 1 2.00 1.41 2 5.44% 1>3,1>4 
Intention to Leave 2 2.75 1.50 1 3.18* 1 >2 
Intention to Leave 3 2.00 1.41 2 5.81% 1>2,1>6 
Average 2.25 1.26 6.32* 1 >2 
Wilks' h=0.880 P=0.000* 
*P<0.05 
This research results found the following: 
1. Teachers with NT$40,000-45,000 ($1,300-$1,450) monthly payment perceived higher 
level of intention to leave than the other groups. 
2. There were significant differences between Taiwanese kindergarten teachers' monthly 
payment and intention to leave. 
Table 4-29 presents means and standard deviations of Taiwanese kindergarten 
teachers' salary satisfactory for the intention to leave. 
Table 4-29 
PI Regression of Significant Dzfferences of Kindergarten TeacherslSalary Satisfactory to 
Intention to Leave 
1. Disagree very much 2. Disagree moderately 3. Disagree slightly 
( n=53) (n=124) (n=5 6) 
Mean Std. Std. Deviation Std. Sort Sort Mean Deviation Sort Mean Deviation 
=I 
Intention to Leave 1 3.47 1.28 2 2.70 1.07 3 2.34 1.07 1 
Intention to Leave 2 3.53 1.37 3 3.59 1.24 1 3.05 1.37 2 
Intention to Leave 3 3.60 1.34 1 2.98 1.22 2 2.54 1.24 3 
Average 3.53 1 .OO 3.09 0.97 2.64 1.03 
1 
*P< 0.05 
Table 4-29 (continued) 
Regression of Significant Dzfferences of Kindergarten Teachers 'Salary Satisfactory to 
Intention to Leave 
4. Agree slightly 5. Agree moderately 3. Agree very much 
(n= 1 5 7) (n=103) (n=15) 
Mean Std' Sort Mean Deviation Std' Sort Mean Deviation Std. Sort Deviation 
Intention to Leave 1 2.36 0.98 3 2.17 1.02 3 1.67 1.23 3 
Intention to Leave 2 2.97 1.33 1 2.89 1.37 1 3.00 1.51 1 
Intention to Leave 3 2.59 1.19 2 2.36 1.22 2 2.13 1.64 2 
Average 2.64 0.93 2.48 0.89 2.27 1.14 
*P<0.05 
Table 4-29 (continued) 
Regvession of SigniJicant DzfSerences of Kindergarten Teachers 'Salary Satisfactory to 
Intention to Leave 
F Post hoc Comparison 
Intention to Leave 1 14.30* 
Intention to Leave 2 4.90* 
Intention to Leave 3 9.52* 
1>6,2>5 
13.04* 1>3,1>4 Average 1>5,1>6 
Wilks' h=0.849 P=0.000* 
This research results found the following: 
1. Teachers who felt they received an unfair amount for their work did (group of 
"Disagree Moderately") reached the higher level of intention to leave. 
2. There were significant differences between Taiwanese kindergarten teachers' salary 
! 
satisfactory and intention to leave. 
To answer Hypothesis 3 and Hypothesis 4, simple regression was used to examine 
the Hypothesis 3 and Hypothesis 4. 
Statistics analysis were designed to test the explanatory correlation relationship 
between self-efficacy, and job stress (Hypothesis 3), level of emotional exhaustion 
(Hypothesis 4a), level of depersonalization (Hypothesis 4b), level of personal 
accomplishment (Hypothesis 4c). 
The following are H 3 and H 4: 
H3. There is an inverse relationship between Taiwanese kindergarten teachers' self- 
efficacy and job stress. 
H4. Taiwanese kindergarten teachers' self-efficacy is significantly related to teacher 
burnout levels. 
4a. There is a significant positive relationship between self-efficacy and 
level of emotional exhaustion 
4b. There is a significant positive relationship between self-efficacy and 
level of depersonalization. 
4c. There is a significant inverse relationship between self-efficacy and 
level of burnout (personal accomplishment). 
Correlation analysis between self-efficacy, and job stress, level of emotional 
exhaustion, level of depersonalization, level of personal accomplishment. is presented in 
Table 4-30. The results showed that 1) there was an inverse relationship between 
Taiwanese kindergarten teachers' self-efficacy and job stress (r = -.507, p<  .001); 2) 
there is a significant negative relationship between self-efficacy and level of emotional 
exhaustion (r = - .319,p< .001); 3) There is a significant negative relationship between 
self-efficacy and level of depersonalization (r = - .315, p< .001); and 4) There is a 
significant inverse relationship between self-efficacy and level of burnout (personal 
accomplishment) (r = - .332, p<  .001). 
Table 4-30 
Correlation Analysis of Kindergarten Teachers 'Stress, Self-Efficacy, and Burnout 
(Emotional Exhaustion, Depersonalization, and Personal Accomplishment) 
Self- Emotional Personal Stress Depersonalization Efficacy Exhaustion Accomplishment 
Stress 
Self-Efficacy -0.507*** 
Emotional 0.563*** -0.3 19*** Exhaustion 
Depersonalization 0.379*** -0.3 15*** 0.560*** 
Personal 0.315*** -0.332*** -0.046 0.132* Accomplishment 
Intention to Leave 0.350*** -0.200*** 0.503*** 0.282*** 0.167*** 
In this study, the regression model contains a set of independent and control 
variables to explain intention to leave. To test H5, the statistical method of moderated 
multiple regression (MMR) was utilized to analyze the explanatory relationships among 
demographic characteristics (marital status, gender, age, educational level, and religious 
category), work profile (total numbers of working hours, salary satisfaction, total years of 
teaching experience), job stress, self-efficacy, levels of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment) and intentions to leave (Hypothesis 3.. 
The following was the hypothesis that was investigated: 
H5. Self-efficacy mediates the relationship between Taiwanese kindergarten 
teachers' demographic characteristics (gender, marital status, age, educational 
level, and religious category), work profiles (working hours, salary satisfactory, 
total years of teaching experience), job stress, self-efficacy, levels of burnout 
(emotional exhaustion, depersonalization, and personal accomplishment) and 
intention to leave. 
Based on Baron and Kenny (1986), three steps were taken to compute moderated 
multiple regression. 
Step 1: Show that the independent variable and mediating variable are correlated 
with the dependent variable. This step establishes that there is an effect that may be 
mediated. 
Step 2: Show that the independent variable is correlated with the mediated variable. 
This step essentially involves treating the mediating variable as if it were a dependent 
variable. 
Step 3: Show that the mediated variable affects the dependent variable. The effect 
of independent variable on dependent variable should be lower than before without 
mediating variable. 
If all three of these steps are met, then the data are consistent with the hypothesis 
that mediated variable completely mediates the independent variable and dependent 
relationship. 
Independent variables included demographic characteristics (marital status, gender, 
age, educational level, and religious category), work profiles (total numbers of working 
hours, salary satisfaction, and total years of teaching experience), job stress, and levels of 
burnout (emotional exhaustion, depersonalization, and personal accomplishment). The 
mediated variable was self-efficacy, and the dependent variable was intention to leave. 
There were four models to distinguish which variable had an influence on the 
outcome. The independent variables included demographic characteristics (marital status, 
gender, age, educational level, and religious category), and work profiles (total numbers 
of working hours, salary satisfaction, and total years of teaching experience) were entered 
each model (Model 1 to Model 4), then job stress, and levels of burnout (emotional 
exhaustion, depersonalization, and personal accomplishment) were input afterward 
(Model 2). Followed by Model 3, self-efficacy was input. In addition, there were overall 
variables put into Model 4. 
As shown in Table 4-31, the results of moderated multiple regression analysis 
demonstrated that the combination of eight independent variables of demographic 
characteristics (marital status, gender, age, educational level, and religious category), 
work profiles (total numbers of working hours, salary satisfaction, and total years of 
teaching experience) to intention to leave, there were five variables significantly 
contributed to the model (F=16.433, p<.001) The adjusted R2 value was .13, meaning 
that 13% of variances in Model1 was explained by the eight variables. In Model 2, four 
variables of job stress, and levels of burnout (emotional exhaustion, depersonalization, 
and personal accomplishment) were added, but only emotional exhaustion and personal 
accomplishment significantly contributed to the model. The adjusted R2 was .31 
(F=58.36, p<.001) in Model 2, meaning that 31% of the variances in Model 2 was 
predicted by the prior independent variables and the four control variables. 
In Model 3, only the variable of self-efficacy was added. There was significantly 
contributed to the model. The adjusted R2 was .13 (F=21.24, p<.001) in Model 3, 
meaning that 13% of the variances in Model 3 was predicted by the prior independent 
variables and self-efficacy. 
In Model 4, overall variables were added. There were only emotional exhaustion 
and personal accomplishment significantly contributed to the model. The adjusted R2 
was .318 (F=58.25, p<.001) in Model 4, meaning that the self-efficacy variable did not 
contribute the influence on the mediation. 
Table 4-3 1 
Moderated Multiple Regression Coefficients of Intention to Leave 
Intention to Leave 
Independent Model 1 Model 2 Model 3 Model 4 
Variables P P P P 
salary 
satisfactory 
(Disagree very 0.266*** 0.159*** 0.263*** 0.159*** 
much) 
Monthly Payment 
(Disagree 0.209*** 0.118** 0.201*** 0.118** 
Moderately) 
Religious 
Category -0.125** -0.1 16"" 
(Protestants) 
Marital Status 
(Married) -0.094* 
~ e n d e r ( ~ a l e )  -0.086* 
Job Stress 
Emotional 
Exhaustion 
Depersonalization 
Personal 
Accomplishment 0.183*** 0.183*** 
Self-Efficacy -0.145** 
R~ 0.141 0.318 0.145 0.318 
Adj R~ 0.133 0.3 12 0.138 0.312 
F 16.433*** 58.364*** 21.247*** 58.250*** 
*P<0.05 , **P<O.Ol , ***P<O.OOl 
To test H1 to H5, one-way ANOVA, Multiple Regression, and Simple Regression 
were conducted. In addition, H5 were tested by moderated multiple Regression (MMR) 
for Intention to Leave. Chapter V provides a discussion of the study's findings and 
interpretations of the results. Practical implications and conclusions are also provided. 
Limitations of the study are discussed and recommendations for future research are 
proposed. 
CHAPTER V 
DISCUSSION 
Practically, battling teacher burnout is the most critical issue in a school system, 
especially for kindergarten teachers. The children in kindergarten are difficult to teach, 
due to less reception to reason, less self-discipline, less emotional stability, and less 
interest in school matters. Moreover, kindergarten teachers not only confront a heavy 
workload in teaching, but also have to cope with parental pressures, rapid changes in 
curricular demands, disruptive classroom behavior, pressures from bureaucrats and 
administrators, and developing scholastic programs for future education. 
Academically, researchers have been seeking to find what factors can contribute 
to teacher burnout and decrease teachers' intention to leave. However, past studies 
explored only one or two factors in relation to teacher burnout and intention to leave. 
This study was the first to combine theories of the job stress, burnout, self-efficacy to 
integrate different factors of demographic characteristics (marital status, gender, age, 
educational level, and religious category), work profiles (total numbers of working hours, 
salary satisfaction, and total years of teaching experience), job stress, self-efficacy and 
levels of burnout (emotional exhaustion, depersonalization, and personal accomplishment) 
to examine their impact on kindergarten teachers' intention to leave. 
The purpose of this quantitative, non-experimental comparative (exploratory) and 
correlation (explanatory) mailed survey research design was to examine the relationships 
between level of stress, burnout, self-efficacy and intention to leave among the 
kindergarten teachers in Taiwan. This study further investigated whether different factors 
resulted in different levels of teachers' burnout and intention to leave. 
Chapter V provides interpretations of the research findings, practical implications, 
limitations, and conclusions, and ends with recommendations for future research. 
Interpretations 
Findings in this study were compared with current literature to provide possible 
insights. Based on the data analysis in the previous chapter, this section provides further 
explanations of all variables. 
First, demographic characteristics of kindergarten teachers (age, gender, 
educational level, religious category and marital status,), work profiles of kindergarten 
teachers (total years of teaching experience, total numbers of working hours, and salary 
satisfaction), job stress, self-efficacy was discussed to see how different impact on levels 
of burnout (emotional exhaustion, depersonalization, and personal accomplishment). 
Second, demographic characteristics (marital status, gender, age, educational level, 
and religious category), work profiles (total years of teaching experience, total numbers 
of working hours, and salary satisfaction), job stress, self-efficacy and levels of burnout 
(emotional exhaustion, depersonalization, and personal accomplishment) were interpreted 
to see how these variables explain intention to leave in Taiwanese kindergarten teachers. 
Third, the influence of job stress was examined on self-efficacy. 
Fourth, self-efficacy was discussed to see how different impact on levels of 
burnout (emotional exhaustion, depersonalization, and personal accomplishment). 
Lastly, self-efficacy was explained as mediating the relationship between 
Taiwanese kindergarten teachers' demographic characteristics (gender, marital status, age, 
educational level, and religious category), work profiles (working hours, salary 
satisfactory, and total years of teaching experience), job stress, self-efficacy, levels of 
burnout (emotional exhaustion, depersonalization, and personal accomplishment) and 
intention to leave. 
Demographic Cltaracteristics of Kindergarten Teachers 
The demographic characteristics of kindergarten teachers included marital status, 
gender, age, educational level, and religious category. The final mailed-back sample 
consisted of 508 kindergarten teachers. In this sample, collected from kindergartens in 
eleven school districts in Kaoshiung City, Taiwan, the position of kindergarten teachers 
was dominated by females (97.4%). Of the kindergarten teachers, over one-half of them 
hold a bachelor's degree (59.6%) and 28.7% of them hold a college's degree (technology 
institute's degree). Only 4% of kindergarten teachers hold a master diploma. The 
findings indicate that school systems seem to require their kindergarten teachers to have 
at least a bachelor's degree. The largest age group of kindergarten teachers was between 
25 and 29 years old, accounting for 27% of the total sample. The second largest age 
group was between 20 and 24 years old, comprising 23.8% of the total sample. Findings 
showed that 54.7 % of kindergarten teachers were Buddhist. The second largest age 
group was Protestant (7.9%). As for kindergarten teachers' marital status, the majority of 
kindergarten teachers were single (60.0%), 40% of the total sample got married. 
Emotional Exhaustion 
An analysis of the data indicated that kindergarten teachers' age was significantly 
positive in association with level of burnout (emotional exhaustion) (F = 8.4, p < .05). 
The finding was consistent with the current literature (Lau et al., 2005). Younger 
teachers experienced more burnout than older teachers. 
There was no significant difference between gender and level of burnout 
(emotional exhaustion) ( F  = 3.15, p > .05), indicating that level of burnout (emotional 
exhaustion) of kindergarten teachers showed no difference in male and female. This 
result was inconsistent with prior empirical studies (Lau et al., 2005; Maslach et al., 1996; 
Milstein, Golaszewski, & Duquette 1984). Possible reasons to explain this result may be 
that most kindergarten teachers were female, male teachers were just a small part of 
kindergarten teachers. 
In addition, kindergarten teachers' educational level had a significant correlation 
with levels of burnout (emotional exhaustion) (F = 3.39, p < .05). The finding was also 
inconsistent with prior empirical literature (Brissie, Hoover-Dempsey & Bassler, 1988; 
Friedman, 1991). The reason for the inconsistency can be explained to kindergarten 
teachers with high school level (professional school) the training of teaching was not 
enough. So they experienced stress from their work and felt more emotional exhaustion 
than the other groups. 
Furthermore, kindergarten teachers' religious category had a significant 
correlation with levels of burnout (emotional exhaustion) ( F  =3.97 p < .05). The finding 
was consistent with prior empirical studies (Huston, 1989; Lau et al., 2005). 
Kindergarten teachers who did not have religious beliefs were more likely to reach a 
higher level of exhaustion. 
As for kindergarten teachers' marital status, there was a positive significant 
correlation with level of burnout (emotional exhaustion) (F = 19.60, p < .05). The 
finding was consistent with the current literature (Huston, 1989; Lau et al., 2005). 
Married teachers were less exhausted than non-married teachers. 
Demographic factors of educational level (/3 = . l l  I), religious category (Catholic) 
(/3 = -.081) and marital status (/3 = -.083) were significant contributor to the regression 
model. This means that kindergarten teachers' level of burnout (emotional exhaustion) 
was significantly predicted by educational level, religious category and marital status. 
Depersonalization 
Based on the analysis of the kindergarten teachers' demographic characteristics 
with level of burnout (depersonalization), the findings were quite the same as the level of 
burnout (emotional exhaustion). Kindergarten teachers' age (F= 5.49, p < .05), 
educational level ( F  = 2.77, p < .05), religious category ( F  =2.48, p < .05,) marital status 
( F  = 8 . 0 1 , ~  < .05) had significant correlation with levels of burnout (depersonalization). 
Demographic factors of gender also had no relationship with level of burnout 
(depersonalization) ( F  = 0.46, p > .05). 
Educational level (Bachelor's degree) was the only demographic factor 
significantly predicted the kindergarten teachers' level of burnout (depersonalization). 
The P weight of educational level (-.095) was significant contributor to the 
regression model. 
Personal Accomplislzment 
When the kindergarten teachers' demographic characteristics were analyzed with 
level of burnout (personal accomplishment), the findings were also the same as the level 
of burnout (emotional exhaustion). Kindergarten teachers' age (F= 2.96, p < .05), 
educational level ( F  = 1 2 . 7 8 , ~  < .05), religious category ( F  =3.81,p < .05) marital status 
( F  = 13.24, p < .05) had significant correlation with level of burnout (personal 
accomplishment). Demographic factors of gender had no relationship with level of 
burnout (personal accomplishment) ( F  = 0.00, p > .05). 
The P weight of educational level (Bachelor's degree) (-.242) and religious 
category (Catholic) (.082) were significant contributor to the regression model. That 
means educational level and religious category can be predictors of the kindergarten 
teachers' level of burnout (personal accomplishment). 
Intention to Leave 
An analysis of the data indicated that kindergarten teachers' age was significantly 
positive in association with intention to leave (F = 5.07, p=0.000 < .05). The finding 
was consistent with the current literature (Lau et al., 2005). Younger teachers presented 
much higher levels of emotional exhaustion, especially if they were 30 years old and 
below. Moreover, they had strong feelings about leaving teaching. 
There was no significant differences between gender and intention to leave 
(F = 5.75, p=0.092 > .05), indicating that the intention to leave of kindergarten teachers 
showed no difference in male and female. This result was inconsistent with prior 
empirical studies (Golaszewski, & Duquette 1984; Lau et al., 2005; Maslach et al., 1996; 
Milstein, Weisberg, 1994). Possible reasons to explain this result maybe most 
kindergarten teachers were female, male teachers were just a little part of kindergarten 
teachers. 
In addition, kindergarten teachers' educational level did not have relationship 
with intention to leave (F = 1.46, p=0.496 > .05). The finding was also inconsistent with 
prior empirical literature (Brissie, Hoover-Dempsey & Bassler, 1988; Friedman, 1991). 
The reason for the inconsistency can be explained that although kindergarten teachers 
suffered from burnout, they resigned themselves to keep teaching. They did not want to 
change to another new profession. 
Furthermore, kindergarten teachers' religious category had a significant 
correlation with intention to leave (F =4.12, p=0.020< .05). The finding was consistent 
with prior empirical studies (Huston, 1989; Lau et al., 2005). Kindergarten teachers 
without religious belief were more likely to reach a higher level of burnout. Then they 
would have intention to leave teaching. 
As for kindergarten teachers' marital status, there was a positive significant 
correlation with level of intention to leave (F = 8.30, p=0.009 < .05). The finding was 
consistent with the current literature (Huston, 1989; Lau et al., 2005). Married teachers 
were less exhausted than non-married teachers. Single teachers were the most likely to 
leave the teaching. 
No demographic factors contributed to the regression model of intention to leave. 
Work Profiles of Kindergarten Teachers 
The work profiles of kindergarten teachers included total years of teaching 
experience, total number of working hours and salary satisfaction, and. The final mailed- 
back sample consisted of 508 kindergarten teachers. 
In this sample, of the kindergarten teachers, 24% had four to seven years working 
experience. The second largest working experience group was one to three years (21.9%). 
Over one-half of them worked less than 30 hours per week (58.5%) and 12.4 % of them 
worked 50 to 54 hours per week. 
The findings indicate that most of the kindergarten teachers were younger and 
lack of teaching experience. The largest monthly payment group of kindergarten teachers 
was under NT$ 25,000 ($850), accounting for 72.4 % of the total sample. The second 
largest age group was between NT$ 25,000 ($850) and NT$ 30,000 ($1,000), comprising 
17.3 % of the total sample. Findings showed that 30.8% of kindergarten teachers agree 
slightly for their monthly payment. The second largest group of kindergarten teachers 
(24.4 %) disagreed moderately for their monthly payment. 
Emotional Exlzaustion 
An analysis of the data indicated that kindergarten teachers' total years of 
teaching experience were significantly positive in association with levels of burnout 
(emotional exhaustion) (F = 7.91, p < .05). The finding was consistent with the current 
literature (Lau et al., 2005). Less experienced teachers, especially those teaching less 
than 5 years, expressed the strongest feelings of burnout and tended to leave teaching. 
In addition, there was no significant correlation between kindergarten teachers' 
total numbers of working hours and levels of burnout (emotional exhaustion) (F = 1.39, p 
B.05). The finding was inconsistent with the prior empirical literature (Wood & 
McCarthy, 2002). The reason can be explained that kindergarten teachers did not need to 
pay as much attention to student's academic achievement as the other grade teachers. 
Furthermore, kindergarten teachers' salary satisfaction had a positive significant 
correlation with levels of burnout (emotional exhaustion) (F =14.40, p < .05). The 
finding was consistent with prior empirical studies (Wood & McCarthy, 2002, 
Romanowski, 2006). Teachers with lower salaries were more likely to leave teaching. 
No work profiles factors contributed to the regression model of burnout (emotional 
exhaustion). 
Depersonalization 
Based on the analysis of the kindergarten teachers' demographic characteristics 
with level of burnout (depersonalization), the findings are quite the same as the level of 
burnout (emotional exhaustion). Kindergarten teachers' total years of teaching 
experience (F= 5.50, p < .05), salary satisfaction (F =5.82, p < .05,) had significant 
correlation with levels of burnout (depersonalization). Work profiles factors of total 
numbers of working hours had no relationship with level of burnout (depersonalization) 
(F = 1.90, p > .05). 
No work profiles factors contributed to the regression model of burnout 
(depersonalization). 
Personal Accomplishment 
When the kindergarten teachers' demographic characteristics were analyzed with 
level of burnout (personal accomplishment), the findings are also the same as the level of 
burnout (emotional exhaustion). Kindergarten teachers' total years of teaching 
experience (F= 5.24, p < .05), total numbers of working hours (F = 3.91, p < .05) had 
significant correlation with levels of burnout (personal accomplishment). Work profiles 
factors of salary satisfaction had no relationship with level of burnout (personal 
accomplishment) (F =0.97, p > .05). 
No work profiles factors contributed to the regression model of burnout (personal 
accomplishment). 
Intention to Leave 
An analysis of the data indicated that kindergarten teachers' total years of 
teaching experience was significantly positive in association with intention to leave (F = 
4.32, p=0.007 < .05). The finding was consistent with the current literature (Lau et al., 
2005). Less experienced teachers expressed the strongest feelings of burnout and tended 
to leave teaching. 
There was no significant differences between total numbers of working hours and 
intention to leave (F = 2.38, p=0.092 > .05), indicating that the intention to leave of 
kindergarten teachers showed no difference in total numbers of working hours. The 
result was inconsistent with the prior empirical literature (Wood & McCarthy, 2002). The 
reason can be explained that kindergarten teachers suffered from heavy work demand and 
workload. However, they did not want to challenge another profession. 
Work profiles factors of salary satisfaction was significantly positive in 
association with level of intention to leave (F = 13.04, p=0.000 < .05). The finding was 
consistent with the current literature (Wood & McCarthy, 2002). Teachers with lower 
salaries were more likely to leave teaching. 
No work profiles factors contributed to the regression model of intention to leave. 
Stress of Kindergarten Teachers 
The data ofjob stress was collected from 508 kindergarten teachers in eleven 
school districts in Kaoshiung City, Taiwan. The measurement of job stress had a mean 
score of 2.67, with a standard deviation of 0.574. Most kindergarten teachers 
experienced unpredictable, uncontrollable stress and felt overloaded in their lives 
(between sometimes to fairly often). 
Emotional Exlzaustion 
An analysis of the data indicated that kindergarten teachers' job stress was 
significantly positive in association with level of burnout (emotional exhaustion) (r 
=0.563, p=0.000 < .05). The finding was consistent with the current literature (Lau et al., 
2005). Younger teachers presented much higher levels of emotional exhaustion, 
especially if they were 30 years old and below. Moreover, they have strong feelings about 
leaving teaching. 
I The P weight of stress (.55 1) was a significant contributor to the regression model. 
Depersonalization 
, As for the kindergarten teachers' job stress and level of burnout 
(depersonalization), there was significantly positive relationship (r =0.379, p=0.000 
< .05). The finding was consistent with the prior empirical studies (Evers et al., 2002; 
I Gold, 1985). Teachers who fail to cope with stress experience more depersonalization. 
There were kindergarten significant differences between teachers' job stress and 
level of burnout (personal accomplishment) (r =0.379, p=0.000 < .05). The finding was 
consistent with the prior empirical studies (Evers et al., 2002; Gold, 1985). Teachers who 
suffered from stress felt the reduced personal accomplishment. 
The /I weight of stress (0.298) was a significant contributor to the regression 
model. 
Personal Accomplishment 
There were significant differences between stress and level of burnout (personal 
accomplishment) (r = 0.3 15, p=0.000 < .05). This result was consistent with prior 
empirical studies (Evers et al., 2002; Gold, 1985). Teachers who perceived more stress 
"1 felt more depersonalization. 
The weight of stress (0.191) was a significant contributor to the regression model. 
Self-Efficacy 
I, 
There were significant differences between stress and level self-efficacy (r = - 
! '0.3 15, p=0.000 < .05). This result was consistent with prior empirical studies (Evers et 
I al., 2002; Evers & Tomic, 2003; Friedman, 2000; Hoover-Dempsey & Bassler, 1988; 
I Huston, 1989; Schwarzer & Schmitz, 2000; Tang et al., 2001). Teachers who perceived 
! 
I higher self-efficacy, experienced less stress. 
The weight of stress (-0.507) was a significant contributor to the regression mode of 
self-efficacy. 
I 
Intention to Leave 
I An analysis of the data indicated that kindergarten teachers' stress was 
significantly positive in association with intention to leave (r =0.350, p=0.000 < .05). 
The finding was consistent with the current literature (Lau et al., 2005). Less 
168 
experienced teachers expressed the strongest feelings of stress and tended to leave 
teaching. 
No work profile factors contributed to the regression model of intention to leave. 
Self-Efficacy of Kindergarten Teaclzers 
The final mailed-back sample consisted of 508 kindergarten teachers. In this 
sample, collected from kindergartens in eleven school districts in Kaoshiung City, 
Taiwan, the measurement of self efficacy had a mean score of 2.69, with a standard 
deviation of 0.558. Most kindergarten teachers agreed that self efficacy help them to 
fulfill novel or tough work, or cope with misadventure (between hardly true agree and 
mostly true agree). 
Emotional Exlzaustion 
An analysis of the data indicated that kindergarten teachers' self-efficacy was 
significantly negative in association with level of burnout (emotional exhaustion) 
: 
(r = -.319, p=0.000 < .05). The finding was consistent with the current literature (Evers 
1 
et al., 2002; Evers & Tomic, 2003; Friedman, 2000; Hoover-Dempsey & Bassler, 1988; 
I 
Huston, 1989; Schwarzer & Schrnitz, 2000; Tang et al., 2001). Teachers who perceived 
higher self-efficacy had less burnout than the others. 
The self-efficacy factor did not contribute to the regression model of emotional 
! exhaustion. 
I Depersonalization 
As for the kindergarten teachers' self-efficacy and level of burnout 
(depersonalization), there was significantly negative relationship (r = -0.3 19, p=0.000 < 
.05). The findings were the same with the level of burnout (emotional exhaustion). 
Teachers with higher self-efficacy felt more reduced personal accomplishment. 
The P weight of self-efficacy (-.160) was a significant contributor to the 
regression model of depersonalization. 
Personal Accomplishment 
There were significant differences between self-efficacy and level of burnout 
(personal accomplishment). (r = -.332, p=0.000 < .05). The findings are also the same 
with the level of burnout (emotional exhaustion). The more self-efficacy the 
kindergarten teachers perceived, the higher personal accomplishment they reached. 
The P weight of stress (-.222) was a significant contributor to the regression 
model of personal accomplishment. 
Intention to Leave 
An analysis of the data indicated that kindergarten teachers' self-efficacy was 
significantly positive in association with intention to leave (r = -0.20, p=0.000 < .05). 
The finding was consistent with the current literature (Evers et al., 2002; Lau et al., 2005; 
Schwarzer & Schmitz, 2000). Teachers with higher self-efficacy were less burned out 
and perceived high levels of school achievement. Then they wound not intend to leave 
teaching. 
No work profile factors contributed to the regression model of burnout (personal 
accomplishment). 
Levels of Burnout of Kindergarten Teachers 
Based on the data, the measurement of levels of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment) had a mean score of 3.22 for emotional 
exhaustion, 2.42 for depersonalization, and 3.00 for personal accomplishment. 
Moreover, there was a standard deviation of 1.25 for emotional exhaustion, 1.15 for 
depersonalization, and 1.47 for personal accomplishment. Most kindergarten teachers 
perceived burnout between "once a month or less" and "a few times a month or less". 
Emotional Exhaustion 
An analysis of the data indicated that kindergarten teachers' level of burnout 
(emotional exhaustion) was significantly positive in association with intention to leave 
(r = .503, p=0.000 < .05). The finding was consistent with the current literature 
(Montgomery & Rupp, 2005; Weisberg, 1994). Teachers who perceived more emotional 
exhaustion felt more intention to leave the teaching. 
The P weight of self-efficacy (0.511) was a significant contributor to the 
regression model of intention to leave. 
Depersonalization 
As for the kindergarten teachers' level of burnout (depersonalization) and 
intention to leave, there was significantly a positive relationship (r = .282, p=0.000 < 
.05). The findings are also the same with the level of burnout (emotional exhaustion). 
Teachers that reached the higher level of depersonalization were more likely to leave 
teaching. 
The depersonalization factor did not contribute to the regression model of 
intention to leave. 
Personal Accomplislzment 
There were significant differences between level of burnout (personal 
accomplishment) and intention to leave (r = .167, p=0.000 < .05). The findings are also 
the same with the level of burnout (emotional exhaustion). The kindergarten teachers 
perceived reduced personal accomplishment correlated with the more intention they 
perceived to leave teaching. 
The weight of stress (.191) was a significant contributor to the regression model of 
intention to leave. 
Based on the interpretations above, the results could be concluded as following: 
1. Taiwanese kindergarten teachers' demographic characteristics (gender, marital 
status, age, educational level, and religious category), work profiles (working hours, 
salary satisfaction, and total years of teaching experience), job stress, and self- 
efficacy are significant explanatory variables of level of emotional exhaustion. The 
explained variance was 34.2%. From the P weight of explanatory variables, levels of 
emotional exhaustion were significantly predicted by marital status, educational 
level, religious category and job stress. The regression equation was as follows: 
Emotional Exhaustion = 0.55 1 (job stress) +O. 1 1 1 (educational level- 
Bachelor's degree) - 0.081 (religion-Catholic) - 0.083(marital status) 
Hence, the Hypotheses l a  was supported. 
2. Taiwanese kindergarten teachers' demographic characteristics (gender, marital status, 
age, educational level, and religious category), work profiles (working hours, salary 
satisfaction, and total years of teaching experience), job stress, and self-efficacy are 
significant explanatory variables of levels of depersonalization. The explained 
variance was 16.8%. From the weight of explanatory variables, level of 
depersonalization was significantly predicted by educational level, self-efficacy and 
job stress. The regression equation was as follows: 
Depersonalization = 0.298Qob stress) - 0.095(educational level- 
Bachelor's degree) - 0.160(self-efficacy) 
Hypotheses 1 b was accepted. 
3. Taiwanese kindergarten teachers' demographic characteristics (gender, marital status, 
age, educational level, and religious category), work profile (working hours, salary 
satisfaction, total years of teaching experience), job stress, and self-efficacy, are 
significant explanatory variables of level of personal accomplishment. The explained 
variance was 20.3%. From the P weight of explanatory variables, level of personal 
accomplishment was significantly predicted by educational level, religious category, 
self-efficacy and job stress. The regression equation was as follows: 
Personal Accomplishment= 0.19l(job stress) - 0.242(educational level- 
Bachelor's degree) - 0.222(self-efficacy) + 0.082(religious category-Catholic) 
Hypotheses 1 c was accepted. 
4. There are thirteen variables, including demographic characteristics (gender, marital 
status, age, educational level, and religious category), work profile (working hours, 
salary satisfaction, total years of teaching experience), job stress, self-efficacy, and 
levels of burnout (emotional exhaustion, depersonalization, and personal 
accomplishment), to examine the dependent variable of intention to leave. Only 
emotional exhaustion and personal accomplishment could be used to be significant 
explanatory variables of intention to leave. The explained variance was 28.6%. From 
the p weight of explanatory variables, intention to leave was significantly predicted 
by emotional exhaustion and personal accomplishment. The regression equation was 
as follows: 
Intention to leave = 0.5 1 1 (emotional exhaustion) + 0.19 1 (personal accomplishment) 
Hypotheses 2 was partly accepted. 
5. Due to significant differences between Taiwanese kindergarten teachers' self-efficacy 
and job stress, there is an inverse relationship between jib stress and self-efficacy. The 
B weight ofjob stress was -0.507 and the explained variance was 25.5%. That means 
the self-efficacy was significantly predicted by job stress. The regression equation 
was as follows: 
Self-Efficacy= -0.507 (Job Stress) 
Hypotheses 3 was accepted. 
6. There were significant differences between Taiwanese kindergarten teachers' self- 
efficacy and level of emotional exhaustion (r= -0.3 19, P=0.000<0.5). In addition, the 
p weight of self-efficacy was -0.3 15 and the explained variance was 9.7%. That 
means the level of emotional exhaustion was significantly predicted by self-efficacy. 
Moreover, there was a significant negative relationship between self-efficacy and 
level of emotional exhaustion. The regression equation was as follows: 
Emotional Exhaustion= -0.332 (Self-Efficacy) 
Therefore, the Hypotheses 4a was not supported. 
7. There were significant differences between Taiwanese kindergarten teachers' self- 
efficacy and level of depersonalization (r= -0.3 15, P=0.000<0.5). In addition, the P 
weight of self-efficacy was -0.332 and the explained variance was 9.7%. That means 
the level of depersonalization was significantly predicted by self-efficacy. Moreover, 
there was a significant negative relationship between self-efficacy and level of 
depersonalization. The regression equation was as follows: 
Depersonalization= -0.3 15 (Self-Efficacy) 
Hypotheses 4b was not supported. 
8. There were significant differences between Taiwanese kindergarten teachers' self- 
efficacy and level of personal accomplishment (r=-0.332, P=0.000<0.5). In addition, 
the p weight of self-efficacy was -0.332 and the explained variance was 10.9%. That 
means the level of personal accomplishment was significantly predicted by self- 
efficacy. Moreover, there was a significant reverse relationship between self-efficacy 
and level of personal accomplishment. The regression equation was as follows: 
Personal Accomplishment = -0.3 15 (Self-Efficacy) 
Hypotheses 4c was accepted. 
9. An analysis of the regression models indicated that 
a) Emotional exhaustion and personal accomplishment had significantly positive 
influence on intention to leave 
b) Self-efficacy had significantly negative relationship with intention to leave. 
c) When using emotional exhaustion, personal accomplishment, self-efficacy and job 
stress as predicted variables to examine the intention to leave, variables of emotional 
exhaustion and personal accomplishment also had significantly positive influence on 
intention to leave. On the contrary, self-efficacy did not express the influence on 
intention to leave. 
The result showed that the self-efficacy variable did not mediate the relationship 
between Taiwanese kindergarten teachers' demographic characteristics (gender, marital 
status, age, educational level, and religious category), work profile (working hours, salary 
satisfactory, total years of teaching experience), job stress, self-efficacy, levels of burnout 
(emotional exhaustion, depersonalization, and personal accomplishment) and intention to 
leave. Therefore, Hypotheses 5 was not supported. 
This section provided an interpretation for each variable's impact on levels of 
burnout (emotional exhaustion, depersonalization, and personal accomplishment) and 
intention to leave. Table 5-1 provides a summary of the research purpose, hypotheses 
tested, and the results of this study. 
Research Purpose, Hypotheses, and Results 
Research Purpose Hypotheses Results 
I. To investigate the 
differences among Taiwanese 
kinder~arten teachers' 
demographic characteristics 
(gender, marital status, age, 
educational level, and 
religious status), work profile 
(working hours, salary 
satisfactory and total years of 
teaching experience), job 
stress, self-efficacy, levels of 
burnout (emotional 
exhaustion, depersonalization, 
and personal 
accomplishment), and 
intention to leave 
1. Taiwanese kindergarten teachers' 
demographic characteristics (gender, marital 
status, age, educational level, and religious 
category), work profile (working hours, salary 
satisfactory, total years of teaching experience), Supported 
job stress, and self-efficacy are significant 
explanatory variables of levels of emotional 
exhaustion. 
2. Taiwanese kindergarten teachers' 
demographic characteristics (gender, marital 
status, age, educational level, and religious 
category), work profile (working hours, salary Supported 
satisfactory, total years of teaching experience), 
job stress, and self-efficacy are significant 
explanatory variables of levels of 
depersonalization 
3. Taiwanese kindergarten teachers' 
demographic characteristics (gender, marital 
status, age, educational level, and religious 
category), work profile (working hours, salary 
satisfactory, total years of teaching experience), Supported 
job stress, and self-efficacy, are significant 
explanatory variables of level of personal 
accomplishment. 
4. Taiwanese kindergarten teachers' 
demographic characteristics (gender, marital 
status, age, educational level, and religious 
category), work profile (working hours, salary 
satisfactory, total years of teaching experience), Partly 
job stress, self-efficacy, and levels of burnout Supported 
(emotional exhaustion, depersonalization, and 
personal accomplishment), are significant 
explanatory variables of intention to leave. 
Table 5- 1 (continued) 
Research Purpose, Hypotheses, and Results 
Research Purpose Hypotheses Results 
2. To examine the influence 5. There is an inverse relationship between 
of kindergarten teachers' Taiwanese kindergarten teachers' self-efficacy Supported 
self-efficacy and job stress. and job stress. 
3. examine the influence 6. There is a significant positive relationship 
of kindergarten teachers' between self-efficacy and level of emotional 
self-efficacy and levels of exhaustion, 
burnout 
7. There is a significant positive relationship 
between self-efficacy and level of 
depersonalization. 
8. There is a significant inverse relationship 
between self-efficacy and level of burnout 
(personal accomplishment). 
Not 
Supported 
Not 
Supported 
Supported 
9. Self-efficacy mediates the relationship 
between Taiwanese kindergarten teachers' 
demographic characteristics (gender, marital 
3. To examine the self- status, age, educational level, and religious 
efficacy can be a mediating category), work profile (working hours, salary Not 
variable between burnout satisfactory, total years of teaching experience), Supported 
and intention to leave job stress, self-efficacy, levels of burnout (emotional exhaustion, depersonalization, and 
personal accomplishment) and intention to 
leave. 
Practical Implications 
Findings in this study have some implications for kindergarten teachers' burnout 
and intention to leave. In particular, school systems that want to improve kindergarten 
teachers' performance should invest their resources in their core capabilities (self- 
efficacy). For instance, Providing group-centered in-service training or peer coaching 
would help teachers to improve self-efficacy beliefs and help tackle obstacles related to 
innovations. In other words, teachers would not suffer from burnout even when facing 
new challenges. This is considered a way of creating added value for teachers who deal 
with the emotions resulting from threatening or difficult situations and eliminate stress 
and depression. This can be an invaluable core competency for school systems to retain 
teachers and prevent school systems from losing an inestimable investment in the 
professional development of educators, curriculum development, and related personal 
costs. The continuous improvement and strengthening of teachers' burnout are most 
likely to enhance teachers' self-efficacy and reach higher achievement goals (Bandura, 
1994). According to the findings in this study, implications for practice are as follows: 
1. Taiwanese kindergarten teachers' demographic characteristics (gender, marital status, 
age, educational level, and religious category), and work profiles (working hours, 
salary satisfactory, total years of teaching experience) have relationships with levels 
of burnout. The empowerment training for teaching should not only focus on 
theoretical preparation, but also pay much attention on individual's personality 
characteristics, included mental and physical factors. Let teachers motivate 
themselves. 
2. Kindergarten teachers' job stress contributed a positive significance to self-efficacy. 
On the contrary, job stress contributed negative significance to levels of burnout. 
Self-efficacy (indicated beliefs in one's capabilities can be perceived as the 
confidence to complete assigned work and manage prospective situations, no matter 
what happens) can help teachers feel proud of being teachers, and reduce the stress 
which teachers experience and prevents burnout. Thus, school systems should focus 
on strengthening teachers' self-efficacy. Just like letting teachers participate in the 
decision making about school goals and structure; supply constant professional 
consultation and support; and go through informative feedback and regular evaluation 
sessions. 
3. Findings indicated that job stress of kindergarten teachers is a significant factor 
affecting levels of burnout. Teaching is more stressful than in the past and the 
influences of stress and burnout on education are more serious. School systems 
should try to create stress-free working conditions and eliminate as much stress as 
possible. Then teachers would not doubt their capability and cope with the challenge 
of obstacles and failure. Just like supply all-out administrative support for teachers' 
innovation of teaching; establish clear school goals and provide mentoring when 
teachers experienced stressful events. 
Conclusions 
Teachers suffering from chronic job stress have lower work involvement. 
Decreases in environmental stressors may actually decrease the impact of stress on 
teachers more rapidly (Blase, 1982). In addition, teacher experiences over a long period 
of time with stressful demands resulting in the symptoms of burnout can be analyzed by 
three dimensions: (a) emotional exhaustion; (b) depersonalization; and (c) reduced 
personal accomplishment (Maslach & Jackson, 1986). 
Thus, this study combined the resource-based view to explain the influence of 
Taiwanese kindergarten teachers' demographic characteristics (gender, marital status, age, 
educational level, and religious category), work profiles (working hours, salary 
satisfactory, total years of teaching experience), job stress, and self-efficacy on levels of 
burnout (emotional exhaustion, depersonalization, and personal accomplishment ) and 
intention to leave. 
Based on the findings in this study, the following conclusions are presented: 
1. Younger teachers experienced more emotional exhaustion and depersonalization than 
older teachers. Married teachers perceived less exhaustion, and experienced less 
depersonalization than non-married teachers. Teachers who had Catholic beliefs felt 
most burnout. Kindergarten teachers with high school level (professional school) felt 
less personal accomplishment than the other groups. In addition, teachers with fewer 
years of teaching experience suffered from much more burnout. Teachers who were 
working 35 to 39 hours per week felt more reduced personal accomplishment than the 
other groups. Teachers who were dissatisfied with their salary expressed more 
emotion exhaustion and depersonalization. 
2. Novice and younger kindergarten teachers were more likely to suffer from stress. In 
addition, teachers with high school level (professional school) and low salaries felt 
stress from their teaching. 
3. The kindergarten teachers with an age range from 40 to 45, teaching experience within 
10 to 12 years and married perceived the strongest feelings of self-efficacy. They felt 
satisfied with their monthly payment. 
4. Due to the younger and less teaching experienced teachers were more likely to 
perceive stress, and then they expressed the syndromes of burnout. Those teachers 
would be more likely to leave teaching. 
5. Although self-efficacy had influence on the levels of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment); self-efficacy did not contribute to 
the influence on the mediation. 
Limitations 
No study is without its limitations. Therefore, this study has the following limitations: 
1. The design of this study was non-experimental which weakened internal 
validity. 
2. This study was restricted to Taiwanese kindergarten teachers of Kaohsiung 
city, Taiwan; therefore, the result could not be generalized to other schools 
in Taiwan and other occupations. 
3. The quantitative design of this study might lack the depth that a qualitative 
research design could have produced. 
4. Due to the limitations of cost and time, the study applied a cross-sectional, 
"one-time survey" whereas a longitudinal approach might be better for a 
study examining teacher burnout and intention to leave. 
5 .  This study was based on the findings obtained using multiple regression 
analyses. Structural equation modeling might have provided additional 
information. 
6. This study was limited to measuring attitudes of respondents who could be 
reached through mail, and who were willing to respond to a survey about 
Taiwanese kindergarten teachers' demographic characteristics (gender, 
marital status, age, educational level, and religious category), work profiles 
(working hours, salary satisfactory, total years of teaching experience), job 
stress, and self-efficacy on levels of burnout (emotional exhaustion, 
depersonalization, and personal accomplishment ) and intention to leave. 
Recommendations 
The findings from this study have implications for other individuals and groups 
affiliated with education. The following is a list of recommendations for policy makers, 
educational administrators, training institutions and for future study. Those are intended 
to extend the body of this study. In addition, recommendations can provide possible 
directions for researchers who are interested in the same field. 
Policy Makers 
It is estimated that 30% of kindergarten teachers have less than three years of 
teaching experience. Even with current concerns regarding high teacher dropout rate in 
the early years of service, this study could suggest that beginning teachers either accept, 
tolerate, or are unaware of certain stress factors in their lives, compared to their veteran 
colleagues. 
Policies must be in place by the turn of the century to ensure that early childhood 
education has a viable workforce for the new age. This study suggests that such 
legislation must allow for smaller class sizes and the development of positive mentoring 
programs that provide professional support and stress-reduction strategies. In addition, 
the government should carefully plan induction programs that help beginning teachers 
recognize stressors inside and outside of the school setting, thus securing the educational 
workforce of the future. 
Educational Administrations 
Educational administrators should make a commitment to novice teachers. It is 
essential that new teachers are given instructional responsibilities that will ensure 
teachers' initial success, and long term professional achievement. Educational 
administrators should make effort to provide adequate mentoring programs, including 
teacher training and ongoing support. 
In addition, competitive salaries need to be paid to kindergarten teachers. This 
study suggests that low salaries, especially for beginning teachers, are another factor of 
concern that impacts intention to leave. Therefore, a preventative method would be to 
offer competitive salaries to promote the kindergarten teachers' sense of personal value. 
Finally, another concern in this study was the more the kindergarten teachers 
worked, the lower their levels of personal accomplishment. A suggested solution for this 
dilemma could include limiting teacher work hours to 30 hours a week or less. According 
to the findings of this study, more than 30 working hours a week led to diminished sense 
of personal accomplishment, which could contribute to burnout and intention to leave. 
Higlzer Educational Institutions 
Teacher-education programs have to emphasize the likelihood of stress for 
beginning teachers and make student-teachers aware of signs of burnout. Certain courses 
and internships should be designed to provide student-teachers with real-life teaching 
situations. Institutions of higher education should provide classes that present life skills 
training, such as: (a) financial planning; (b) family counseling; and (c) even marital 
counseling. In fact, professional guidance in these areas should expand into the early 
years of the profession, quite possibly throughout a teacher's career. Policy makers, 
educational administrations, and higher educational institutions must discuss the 
effectiveness of the future education programs and stress reduction strategies. 
Future Study 
This study has provided insight into areas of concern regarding Taiwanese 
kindergarten teachers' demographic characteristics (gender, marital status, age, 
educational level, and religious category), work profiles (working hours, salary 
satisfactory, total years of teaching experience), job stress, and self-efficacy on levels of 
burnout (emotional exhaustion, depersonalization, and personal accomplishment ) and 
intention to leave. However, more work must be done to ensure that kindergarten 
teachers are given every opportunity to make teaching experience as successful as 
possible. Therefore, future studies will be necessary to address the issues of self-efficacy, 
stress, burnout and intention to leave. 
1. Future studies might adopt a qualitative research by interviewing 
participants and eliciting their opinions about burnout and intention to 
leave. 
2. The study should be replicated in different school levels in Taiwan as this 
would strengthen and validate the findings of some of the hypotheses. 
3. Future studies may add other variables, such as student behavior, 
classroom management, parents' pressure, and students' academic 
achievement. 
4. Further studies should enlarge the sample size and broaden the population 
in order to strengthen generalized ability of the study. 
5. Further study can determine whether the variables and the relationships 
related research topics are consistent over time in a longitudinal case study. 
6. A cross-country comparison of the kindergarten teachers can be conducted 
to see how different factors affect teachers' burnout and intention to leave 
in different countries. 
Hopefully, the findings of this study contribute to the understanding of teachers' 
stress, self-efficacy, burnout and intention to leave. Chapter V discussed the analyses 
related to answering the research questions and testing the hypotheses that flowed from 
the research purposes of this study. Findings were interpreted in light of the 
instrumentation. Implications for practices as well as the conclusions drawn from 
interpretations were discussed. The limitations of the study and recommendations for the 
future were also included. 
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Appendix D 
Certification of Chinese Translation (Authorization for Voluntary Consent) 
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Appendix E 
Survey Instrument (English Version) 
Pnri I :  Tlze Demograplzic Clraracteristics 
IN: Please fill in the blank or  check the appropriate box. I 
1. Age in Years: 
2. What is your current school type? 
q Public Private 
3. Gender 
q Male q Female 
4. Highest level of education 
q High School Degree q Community College Degree 
q Bachelor's Degree Master's Degree (or Higher) 
5. Religious Category 
q Buddhist q Catholic q Protestants 
q Other (Please specify) 
6. Marital Status 
Married q Single 
7. Which school district is your current school located in? 
Sanmin District UXiaogang District UZuoying District 
q Cianjin District UCianjhen District ULingya District 
Sinsing District UNanzih District UKu-Shan District 
q Cijin District UYangcheng District 
Part 2: Work Profile 
INSTRUCTION: Please fill in the blank or check the appropriate box. 
1. Teaching experience in years: 
2. On the average, how many hours per week do you spend on the teaching 
(including planning, instructing, correcting, and communicating with parents)? 
hours per week 
3. Monthly salary: Every month NT$ : 
4. Do you feel you are being paid a fair amount for the work you do? (Check one 
box) 
Disagree very much Disagree moderately Disagree slightly 
Agree slightly Agree moderately Agree very much 
Part 3: Job Stress 
INSTRUCTIONS:  The questions in this scale ask you about your feeling and thoughts during the 
last month. In each case, please indicate with a check how often you felt or thought a certain way. 
0 = Never 3 = Fairly Often 
1 = Almost Never 4 = Very Often 
2 = Sometimes 
Note. From the " A global measure ofperceivedstress. Journal of Health andSocial Behavior. 24(4), 385- 
396." by Cohen, S., Kamarck, T & Mermelstein, R. (1983). Adapted with permission of the author 
ou felt that you were unable to 
rol the important things in your 
you felt confident about your ability 
to handle your personal problems? 
5. In the last month, how often have 
you felt that things were going your 
way? 
6. In the last month, how often have 
you found that you could not cope 
with all the things that you had to 
do? 
7. In the last month, how often have 
you been able to control irritations in 
your life? 
8. In the last month, how often have 
you felt that you were on top of 
things? 
9. In the last month, how often have 
you been angered because of things 
that were outside of your control? 
10. In the last month, how often have 
you felt difficulties were piling up so 
high that you could not overcome 
them? 
0 fl 
17 
0 
0 
17 
0 
Part 4: Self-Efficacy 
INSTRUCTIONS: Certain barriers make difficult demands in life. How sure are you that you 
can assess optimistic self-beliefs to cope with? 
1 = Not a t  all true 3 = Mostly true 
2 = Hardly true 4 = Exactly true 
Note. From "Perceived selflefficacy andteacher burnout: A longitudinal study in ten schools" by 
Schwarzer, R. & Schmitz, G., 2004. Freie University Berlin, Germany. Adapted with permission of the 
author 
s easy for me to stick to my aims and accomplish my 
4. I am confident that I could deal efficiently with unexpected 
unforeseen situations. 
6. I can solve most problems if I invest the necessary effort. 
nfronted with a problem, I can usually find 
9. If I am in trouble, I can usually think of a solution. 
10. I can usually handle whatever comes my way. 
Part 5: Burnout 
INSTRUCTIONS:  Please read each statement carefully and decide if you ever feel this way 
about yourjob. If you have never had this feeling, write a "0" (zero) in the space before the 
statement. Ifyou have had this feeling, indicate how often you feel it by writing the number 
(from 1 to 6) that best describes how frequently you feel that way, 
0 = Never 4 = Once a week 
1 = A few times a year or less 5 = A few times a week 
2 = Once a month or less 6 = Every day 
3 = A few times a month or less 
Note. From "Maslach Brnout Inventory" by Maslach. C. ,  Jackson, S. E. & Schwab, R. L., 1996. 
Consulting Psychologists Press, Inc. (CPP). California. Adapted with permission of the author 
HOW OFTEN Statements: 
0-6 
1. I feel emotionally drained from my work. 
2. I feel used up at  the end of the workday. 
3. I feel fatigued when I get up in the morning and have to face another day on the 
job. 
4. I can easily understand how my students feel about things. 
5. I feel I treat some students as if they were impersonal objects. 
6 .  Working with people directly puts too much stress on me. 
7. I deal very effectively with the problems of my students. 
8. I feel burned out from my work. 
9. I feel I am positively influencing other people's lives through my work. 
10. I've become more callous toward people since I took this job. 
11. I worry that this job is hardening me emotionally. 
12. I feel very energetic. 
13. I feel frustrated by my job. 
14. I feel I'm working too hard on my job. 
15. I do not really care what happens to some students. 
16. Working with people directly puts too much stress on me. 
17. I can easily create a relaxed atmosphere with my students 
18. I feel exhilarated after working things in this job 
19. I have accomplished many worthwhile things in this job. 
20. I feel like I'm at  the end of my rope 
21. In my work, I deal with emotional problems very calmly. 
22. I feel students blame me for some of their problems 
Part 6: Intention to Leave 
INSTRUCTIONS: Please check the one number for each question that comes closest 
to reflecting your opinion about it. 
1 = Very Little 4 = Much 
2 = Little 5 = Very Much 
3 = Average 
Note. From "Teachers' physical, mental, and emotional burnout: Impact on intention to quit" by 
Weisberg, J., 1994. International Journal of Manpower, Bradford. Adapted with permission of 
the author. 
will leave teaching. 
I I I I I I I 
Thank You for Your Participation 
Appendix F 
Survey Instrument (Chinese Version) 
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Appendix G 
Certification of Chinese Translation (Survey Instrument) 
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Appendix H 
Authorization to Use Maslach Burnout Inventory 
PERMLSSJON AGREEMENT TO INCLUDE 
SAWPLE ITEMS 1ii A RESEARCH PUBLICATIOR 
.%g~ernenl ! s ~ t ~ M t :  January 2,20117 
t Cusrorncr Number. !I Product Code: 3iG51L 
is '1 ~cnnlss ioi~ Number. 16310 
In response to your request of Nove!nber I ,  2006, upon cunnrrren: r~xcipt $ CW. ?nc.. ofthis signed 
Pcmission Ag$wmenr and payment of Ihe Permission Fa,, prmission is herd? &rant& lo you to include 
snmplc ixcn~.  &en& and pravidedby CFT. 1x1~. from the Maalach Burnout teveniory-Educamrs Sum) '  
(MRI-ES) i i ~  w r  Reseawh entitled "Jub S'trerr SeIfEffienc.~, Btzrnuf and Imcndian to Ircme Among 
Kiridergnrten Taa~iters in Tabwn". There samnlc items ma? remain in ynur Resenreti for m i d l m i n g  
and individual copies may he distributed upon demand, 'Illis Pcnnission Agmrranr sllall automatical$ 
tenninatc upon riolstion of this Pem~ission .Agreement ii~cltuling. bur not liln~ted to. fai111rr to pay the 
Pcnr~rssion Fee oi1?5.00 + oroccssiw fee SW&w:-T$)~alpuq$~j.&O or h failure lo s!_en and retlm chis 
Rosission Agreement within 45 drip b m  Janunq 2,100'. 
The penni~stuo %ranted h m n n d e r  iq  limited In thiq rmetime u\e only. 
'the jtrmi.i.ictn granted herenndcr ir specificall-?. limited as spceilied in this agreement 
Tlris Penrtissioa Agreement shall be subject to rhe follo%v~ng conditiank: 
(a) AI-v malenal reproduced must he ~tsed In nccordnnce a1111 the #nidcl~nes uftlre 9nicncan 
Pnchologrcal Asmal lon  
Ib) An> material repmdueod mutt matain $Re Followinfi credit tines: 
i "h3adified and repmdoced by special pmiss ion  of the Pttblisher, CPP. Inc.. Mouiiuin V~eu,, CA I 
j9.1045 Cram Maviaeb Bt~mnol  Inx%!ntory-ES by Chnslina Maslach. Stlsan E. Jaekson. and Richard 
1 Sclxutnh. Copyigl~t 19% by CPP, Lne. All rights resenwl Furlhn reprod~t ion is prohibtted withan 1 
I tlr hb!tsher's wrhren msent ."  1 
ic) bone ofthe maenals may be sold or I$& for purposes orhea tlian t l~ow n1e1rrtoned a h r r ,  tncludlng 
btn not limited m, an> cosimercfd or for-profit use Cammmrdl aii&or for-prnfit irce of the OMBE- 
E5) awor  any m@tfiesuo!t af the (HBI-ES) ts spec~ficdllu wciudcd from the penntrston gmted 
l~crern 
(dl CPP subscnks io the gene& pnnc~plw of tesl use as set forth tn the S~undorrf~ f i r  Fdurarmnal nxd 
Prrchola~rcni Testing b j  ?he 4n1errmn Pneholo@cal L \ ~ w l d f ~ o n  The C L L S ~ ~ I M Z S ~ I ~ C Z S  attentfort rs 
drdwn to the follavlng statemens 
"??I,- test uzr, in selectins or inwpAing a tee. sbhmdd h m v  rhc pu7oscs dtltc cabiig i~qd tbe pmbahle mnmpcnoeu. 
The use: shnulc! irnaa !he proceditrcs neces.")' ?o fhcilimte e~crtiver!ess and to reduce hlns m lest Use. Att3ou& the ?at 
dc\eioper atd v~blisher shaidd provide intomnttou m the sen& rmd ~%%?Ihlkttcsssr of'L111: tcsl. lhe ulliolate 
r~vpcmsil.i:it? Ibr appwpria8ricte test use l i a  uith.tttc [as its=. Thr:'~ger dtouid t~cotnr hnwled~ezhle abz i  the test mxl iu 
appropikite use and also c m x m i ~ ~ t e  thir iniem;ttion, ss spprqziak, io athr.3, 
(el C?P subsuibes to tile general prinaples oftest use as set forth in the .~~ondflrdxfi? Educariunnl find 
P.~pchoicgico! Testing by tl~e American Psychologicnl Association. The customer'siusers atlention is 
dmtw to U k  folLou1ng slateramts: "Tlie test user. in selectuz or inicrpming a ~ S L  should k n w  the 
purposes of the tcstimg and 61e pmbable consquenas. The user should h o w  the pmedwes naessnr). 
to racilitse elCec.tivcn?ss and to reduce bias m test use. .%rhough U I ~  rest developcr and publisher 
should provide information on the Nengths and weaknesses of the tesL tbc ulti~nate responsibility for 
ppropriate test use iies xtith 61e ten user. Thc user should bemine k?orvled~eable abcut the tea and its 
appmpriale use aid also communicate ihis infomution. as appropriate. to others. 
6.1 Test atas &odd eyalatt the avaiioblewtlen dccc-ncnIa6nn nn !he vaiidg znd r&nbilii!it). ci:es!s for the specific~~w 
intended. 
6.3 Wmia I~I irto he ~ , 4 f o r  i: %rose fir u1ud it :basnot ken xtlidetal or for \s%ch thee 6 no supprted ck2m for 
wlidity; the user is responsible for ~ f l \ i d i n ~  &&xi! oivalidii?. 
6.3 Tea uswr &odd k &lo probableunin!mded wnsequascs of esl ns! and shocld anex7 lo avoid actions that have 
uniniendednesative ~onsequutce." 
CP? shail not be responsible for the use or misuse ofihe materials or sen<= licensed lmdzr this permission 
conma. The customeduser assumes ali responsibiliiy for use or misuse of the same. Unless expressly agreed 
to in unting by Cff. ail milterials and ndseias ere licensed witltoul $varcai~i!it).. c x p m  or implicd. including Lhc 
implied uwmties of mercimtabitity aid fimess for a particular pwpase. Relund of contract fees at BP 's  sole 
option is t l~e sole and esc l ive  remed): and is in lieu of a n d ,  consequerrliai, or incidental damages For use or 
misuse of B P  materials and services nid in no event sliall C?P liability exceed the conmn fees of license of 
said marerials and se3:ices. 
(0 Z~lo0 copies ofthe translated instmmeot may be reproduced lor a fw of S130.00 Re~mductioo 
Fce T SJS Pmcessine Fee = To1sl7175.00 I:3D if y 21: WIFII to rcprodi!~ aodiiion?i capbes cc!!tacr 
rile LiccnsirigD:pan~r,eni n CPP in nnung r ~ s d i n e  i d l e ?  perixuss!on md fee :~.lbrnuucn 
(g) Man-Nan-Cheng, andany and all associated entities a- that the k1BWS as translated is a 
deri\ative work of the RBI-ES and hereby assigns ail rig& title, and interest in an>- siicli derkative 
work in peqxtuiq to CP?, Inc.. or as dircclcd by CPP, immediately upon coinpietion and tvithw 
ivlther consideration. 
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Appendix I 
Authorization to Use Perceived Stress Scale 
l I:C7!ZG06 
Mao-Nan Chmg 
    
 
D w  Dr Sl~eldon Coheu: 
My nme is &fao-Non Cllnlg. I nm a cloctonrl candidate inn 1'h.D program at 
Lyin Ih~ivcrsirJ in Boca Rator& Florida. My major is Global Leadenhip, with a 
specializnCion in ducational leadership. hly dissettlrion pmpnssi focuses on the 
m u w e  ha& view of teacher pemived s t m s  and :elated to burno% and the %pic. 
.]oh  sire,^^. S'e!T- Egcaq 8umritn nr~d Inrenfiott to / .eu~~c ornotig Xhde~ortetr 
E,oircbers it: Z i l i r i~~~t .  I plan to exainine tl~ose constsucts acmss devcta school districts 
in the Kacihsiung Ciy: Taiwan. A m ~ p k  of 1499 kinde~xartm Lwcl~crs is ptln~rcd. 
Whiic doing my lit~mture search for the dioseitatiot~. 1 rend tire exceilent a~tic!e 
by ~ o u .  Dr. Cohen, Dr. K:tmrcka~:d Dr. Mennelstein. "h(jlobu1 Measure of 
fJerceived S u e s  ( 1983r Josnmi rfHeuW otmd S ~ E ~ G !  &licni01: 240) .  
i arn \vri!i~rg w :quest permission ro obtain (and plrcllse if uecesserl.) the 
follo;*g thc materials: 
1. The pcalc measuring smtegy 
2. ilvailnb!c psychm~letric reponr for the above the seals, norm& data. and yec ia l  
scoring in.tructions. 
3. Am~irlaticn of the I'SS into Chinese-'rni%vanesc. 
I am also requesting permission to rqmdwe tlie ahove scale and ~ b t &  
inntoriala in my Cissenation. Furrhem.om, Dr. Coheii's website 
(hnol~~h*~..~sv.crn~.edul^~wne~~~Ies.hid) may supply copies of the tl'isenation on 
demand and imy make tl~edisseitntion acct.ssihle in elecnonii fmnaa. 
If you do ner ~ontrol %e copynght on all olrhe above menboned matcnal. 1 
uould appreciate any contact ~trfunnatloo you .oum g ~ s e  me regard~ng the pmper nghts 
holder($ inclo&sg cur8 cut address(es) Oiherwire, )our pcnntmon confirms h t  yoe 
hold the ~ g h t  to Etanl the pfmsston requested ken: 
Permision includes non-exclusive world rights to minslate the scales lo nse thc 
material ond will not limit any futurepuhlications-including funue editions and 
revisions-by you or others authorized by you. 
If permission is gnnted, 1 will include any stntement of authorization for use that 
you reqnest, or provide an APA note of pelmission to use the scale. The copyright 
holder will be given full credit 
1 m u l d  greatly appreclatc your consen1 to my rcqucst If you require any 
addlr~otml ~fonndtlon, pleasc do not heututr to contact ma I cnn be reached nt the 
above po~tal ma11 address,   'vly 
d~ssewhcn Chan IS Dr h l a m n  Goldstem, who may he reached at 
 
A duplicate copy of this request has been provided for your records. If you agree 
wirh the terms as described above, please sign the release fomi below andsend one 
copy with the seif-addressed retuin enve!opc I have provided. 
Sincerely, 
[Signature] 
Pelmission granted for the useof the ma t ed  as described above: 
Name$'ritle: She1.don Cohen,Ph;D., Professor oi Psychology 
D,@: -1-b .\i, , , J  4 , 2 E(>? 
Department of Psycholog)' 
Canregie .Me//on Univemity 
5000, Forbto Avenrre 
Pittslyrg/~, Pa 15213 
Appendix J 
Authorization of Use General Self-Efficacy Scale 
rher~m,~nul fib EM ,MI Famlpr Tmli Wc 
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Rdblem 
ChKk,n,r,ltlLJ 
Clmk'raUsL 
Welcome Mao-Nan Cheng 
= h e m  
P,,,,,mny j j Home I I bwdemlcr ] ~ b ~ l , , ~ y ~ c m u n t  1 / muhntLife, 1 
1 l s ~ Q ~ ' o o m  I I 1 I 
Sent: 
Sat 10/28/2006 
To : 
Mao-Nan Cheng 
Subject: 
RE: Ask your permission 
Attachments: 
FAQ~GSE~l20ct05.pdf(100KB) SE-Scales.pdf(l27KB) PCI-Frequently Asked 
Questions.pdf(68KB) TeacherBurnout-Schwarzer-2004Aug3 1 .pdf(254KB) 
see attached 
At 20:46 27.10.2006, you wrote: 
>Dear Schwarzer: 
>I am a Ph.D. student in Lynn University, FL, 
>U.S.A. I would like to conduct a research about 
>teacher burnout in Taiwan. I tried to find how 
>to examine the relationship between teacher 
>burnout and self-efficacy. From literature 
>review, there is a useful instrument "Perceived 
>Self-Efficacy (PSE)" used for measure 
>teachers' belief to overcome the syndrome of burnout. 
> 
>After consulting with my advisors, they also 
>agree that is a good scale and will be very 
>helpful to me. Due to these reasons, could I ask 
>the permission to use this instrument to test 
>the teachers' Self-Efficacy in Taiwan? 
> 
>I will appreciate it if you would let me know something about the 
above. 
> 
>Thanks for your kindness! 
>Best Wishes! 
> 
>Happy Halloween! 
> 
>Respectfully yours, 
> 
>Mae-Nan Cheng (Mark) 
> 
>My contact email:  
> 
Everything you wanted to know about the self-efficacy scale but were 
afraid to ask 
f i e  i~ilended plupoie of this FAQ is to assist the Insers of the scales pluljlished at the autllor'j 
neb paps  hi$: ~ \ ~ ~ ~ ~ n l f i i . l m n ~ ~ e r  it Before attendill; to the questions belo~v you sho~lld 
cartfiilly shidy ou web. You uight have no yestiom ally Ioniger after ren(liug rhr \utl) pa!es. 
I% DO I need permrsslon to use the general perceived self-efficacy (GSE) scale 
? 
You (lo luot esplicilly wed o ~ r  pellluissiau to utilize it in your research studies. n'e l l e ~ ~ b y  
yilnt you penilissio~i to use and rqsotluce tlie Genesal Self-Efficacy Scale for your sn~dy. 
give11 that al~ropnate secoyitiou of the so~u.ce of the scale is made iu tlie rurite-up of ?oia 
stud!.. The initer~iational source is: 
Scl~\'i'azer. R.. k Jtl~ljalern SI. (1995). Ge~iesahzed Self-Efficacy scale. In J. \Yeim~lilii. S. \\iig111. <G 
bI. Joluisto~~ 21ie~~icm irr Irwh/:ps~cI~olog~: .l rr~i'ipoqfbiio. Ccirsai nlid coiitol belicji (pp. 75- 
3 7 ~ .  \Yudsor. lK: hTER-YELSO?;. 
Tlle jource foi the Geluian lerslon IS 
Sch\~itrzel. R . & Jennsaler~l 11 (Eh ) (1999) SLaln 1111 Eil;lsc~mg LOTI Lcii~el- snd 
Sck~~i~rr~iert!~ialrri Doh~ri~enfirnei dei ~ s 1  ciiorirerr?stiien Tkfalrrai 1111 Rnlrn~mr &T 
Pi~s~ir~r i~al t i icb~i i  B~gle f~i~i,o (!a Jiodclhr~.~t~cI~s J L ~ ~ ~ ~ S ~ ~ ~ ~ ~ J I I T I I E  Sciri~lc~i Bedm Fseie 
U~iillrerj~tat Berllu 
& 1 am not sure whether I want to measure general perceived self-efficacy 
(GSE) or specific health-related self-efficacy. 
Appendix K 
Authorization of Use Intention to Leave Scale 
DeaMr Mac-NanCheng 
Thankyaufmp emd 
I mshyoualol of success ~nyolpstudres h ~ h e  desnedRD 
C e M y ,  youcanuse h e  measure 
Ifyouneedanyhep htmelmow 
Sent: 
Tue 1013 112006 
I To : 
Mao-Nan Cheng 
Subject: 
RE: Ask your permission 
Dear Mr. Mao-Nan Cheng, 
, Thank you for your email. 
I wish you a lot of success in your studies for the desired Ph.D. 
Certainly, you can use the measure. 
If you need any help - let me know. 
Best wishes, 
1 
Yaacov (Jacob) 
Jacob (Yaacov) Weisberg, Ph. D. 
1 Professor of Management 
Graduate School of Business Administration 
I Bar-Ilan University, Ramat-Gan 52900, ISRAEL 
Email:  
   
httv://www. mba. biu. ac. il/stfhome/weisberg/weisberg. htm 
Appendix L 
Permission Letter from the Child Welfare Center of Social Affairs Bureau, 
Kaohsiung City Government 
HELLO, MAO-NAN. 
I am excited about your academic endea~or. You are right now a candidacy in 
doctoral program of the Lynn UniversitJ: FI+ U.S.A. Congratulations! 
You have the pernlission authorized by the Child Welfare Center of Social Affairs 
Bureau, &ohsiung City Gosernment and you can proceeduith your study for the 
kindergarten teachers in Kaohsiung city, Taiwan. In addition, a list of schools and 
teachers in kindergartens in Kaohsiung city for the 2006 to 2007 school year will 
be supplied for you. 
I hope all will go well. If I can be of any assistance, please let me know. 
I would welcome a summary of your results when you are finished. 
All the best, 
Director 
Child Welfare Center 
Social Affairs Bureau 
Kaohsiung City Government 
775, Jiouru 1st Rd., 
Kaohsiung 807, 
Taiwan R.O.C. 
Tel: 35 
E-maik o~ 
Appendix M 
Cover Letter from the Child Welfare Center of Social Affairs Bureau, 
Kaohsiung City Government 
To Whom It May Concern: 
Mr. Mao-Nan Cheng is working on his Ph.D. program of the Lynn University, FL, 
U.S.A. 
Currently, he is working on his dissertation entitled, Job Stress, Self-Efficacy, 
Burnout, and Intention to Leave among KindergarLen Teachers in Taiwan. 
Your participation in this study will gain insight into factors that have a positive 
and negative effect on teacher burnout and intention to leave. 
The final results may be published in a journal, however confidentiality will 
remain The data will be oniy wailable to the principal investigator (Mao-Nan 
Cheng) and his major advisor (Maureen Goldstein). 
Please accept my sincerely recommendation and appreciate your help and 
support of this academic endeavor. 
Yours tnily, 
Child Welfare Center 
Social Affairs Bureau 
Kaohsiung Ci ~ o v e r n m h t  
775, Jiouru lst  Rd., 
Kaohsiung 807, 
Taiwan R.O.C. 
Tel:  
E-mail: ~  
Appendix N 
Recommendation Letter Sample 
Dear Sir. 
Mr. Mno-Nan Chong is working oil his PI1.D. protrogrcm in our depattlncnt of Education, 
Educational Leadership at Lynn Uiliversity. 
Currently, he is  working on his dissertation entitled, Job Stress, Self-Efficacy, Burnout, 
and Intention to Leave Arnong Kindergarten Teachen in Tdiwan .To collcct his data he 
is visiting Kzohsiung C it?: Taiwan in March 2007. 
Any help given to him to collect !he necessary data will be much appreciated 
Mao-Nan is a very good student and your country rightfully can be proud of h m .  
Please accept my uncercly apprec~abon in advance for lour help and support of thic 
ccndm:c endealor 
Yours truly, 
 
. ~ j  
Maureen Goldstein ?h D 
Dissertation Commit!ee Advisor 
Lyni! University 
3601 N. Military Traii 
Boca Raton, Fi 33431-5598 
Work Phone:  
Work E-   

